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THE IMPACT OF GENDER ON THE PERCEIVED IMPORTANCE
OF CRITERIA FOR SELECTION AND FOR PROMOTION
OF ADMINISTRATORS IN ONE INSTITUTION
OF HIGHER EDUCATION

Karen R. LaRoe, Ed.D.
Western Michigan University, 1984

The purpose of this study was to answer the following question;
What is the relationship between the gender of administrators at
Western Michigan University and the perceptions of factors and
qualities significant to employee selection and promotion?

Specific

questions were:
1.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship to
selection of higher education administrators?
2,

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship to
promotion of higher education administrators?
The research sample was selected from executive and profes
sional/administrative non-bargaining-unit employees whose positions
were included in the University Classifications and Compensation
Study Evaluation results at Western Michigan University.

Randomized

blocks were used to draw a sample of 25 men and 25 women to be
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included in the study; 100% responded.
The data were gathered from the administrators by the use of
the Personnel Evaluation Questionnaire, developed by the researcher
for this study.

The questionnaire was comprised of 284 items which

measured 10 variables, each related to selection and promotion.
Using the Personnel Evaluation Questionnaire, the mean score
on each variable was determined for females and again for males.
Comparisons were made for each variable using an analysis of vari
ance (ANOVA) for randomized blocks.
Using an alpha of .10, there were no significant differences
between male and female ratings of each variable— aptitudes, atti
tudes, capacity for work, knowledge, personality, political factors,
preferences, skills, social factors, wants— when the variable was
considered in relationship to selection or promotion of higher educa
tion administrators.
There was no relationship between the gender of administrators
at Western Michigan University and the criteria perceived to be
significant to administrators' selection and promotion.
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THE PROBLEM AND ITS BACKGROUND

Statement of the Problem

Women occupy less than 1% of the positions of chief executive
officer, chairperson of the board, president, director, senior ad
ministrator, or top executive and fill only 6% of all middle manage
ment positions throughout the public and private sectors in the
United States, according to Josefowitz (1980, p. 141).

The Univer

sity Classification and Compensation Study (UCCS, 1982) supplied
data for Western Michigan University, which indicated that women
comprised 67.1% of the nonbargaining unit (professional/administra
tive and clerical/technical) employee population, yet extrapolation
from the UCCS suggests that only 38.4% of the top 50% of positions
and only 14% of the top 100 positions were filled by women.

The dis

crepancy between numbers of men and women employed and the number of
women in administration positions might be attributed to the sexes
marching to different drummers in the attempted ascents to the tops
of organization hierarchies.
The purpose of this study was to answer the following question:
What is the relationship between the gender of administrators at
Western Michigan University and the perceptions of factors and qual
ities significant to employee selection and promotion?

Specific

questions were:

1
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1.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to selection of higher education administrators?
2.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to promotion of higher education administrators?

Background of the Problem

"You've come a long way, baby" is the slogan used by a major
advertiser.

How far have women come in administration?

The tum-of-the-century (1890-1910) brought large organizations,
the growth of the professional manager, and the emergence of the
m o d e m office with new roles for women, noted Kanter (1977).

The

census takers of 1870 recorded less than 1% of the women employed
outside of agriculture as employed in clerical work.
of the stenographers and typists were women.

In 1910, 83.2%

By 1920, women were

91.8% of the stenographers and typists and 48.8% of the bookkeepers,
cashiers, and accountants.

"The growth of m o d e m administration

brought women into domination in the office, but left them absent in
management," concluded Kanter (1977, p. 26).

In 1920, about 1.8

million women were employed in factories, but less than 1% were
classified as managers, superintendents, or officials, according to
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Kanter (1977, p. 26).
By 1970, over 96% of all managers and administrators earning
over $15,000 per year and almost 98% of those earning over $30,000
per year were men, according to the U.S. Bureau of the Census as
reported by Kanter (1977, p. 17).

Kanter continued, "the further

up the management ladder, the ever scarcer [sic] are women" (p. 17).
In over half of the companies [in a 1971 national survey],
women held only 2 percent or fewer of the first-level
supervisor jobs (including such positions as manager of
secretaries). In three-fourths of the companies, women
held 2 percent or fewer of the middle management jobs;
and in over three-fourths of the companies, they held
none of the top management jobs. (Kanter, 1977, p. 17)
Based upon the Census Bureau's latest (1980) population survey,
women have made little progress in the past decade in position or
pay:
Only 0.8 percent of full-time working women in this
country earn $25,000 and over compared with 12 percent
of men. . . . The median annual salary is $19,433 for
male college graduates and $12,028 for female graduates.
. . . A woman employed full-time earns, on the average,
59 cents for every dollar earned by her male counterpart.
(Kandel, 1981, pp. 10-12)
Hartson (1981) commented regarding the 59 cents for every dollar
earned, "There's no clear solution to the discrepancy [sic]" (p. A15) .
Melville, Acting Dean of the College of Arts and Sciences at the
State University of New York at Bin^amton, designed and offered a
class on the economics of female employment, based upon the Census
Bureau's data.

Melville (1981) stated that from Biblical times men

have earned more than women, and in recent years women's salaries
"have been steadily declining compared with their male counterparts"
(p. B6). Based upon the 1980 Census Bureau's population survey.
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4

Kandel (1981) indicates that "only six percent of women have
achieved management positions over the last decade" (p. 10).
In public education, women are also under-represented in admin
istration.

Morris (1982) reported that women's role in educational

leader positions has been diminishing since World War II.
Crawford (1982) says that administrators have traditionally
been drawn from the faculty ranks.

In 1975-76, college faculties

consisted of 21.7% women, which was down from a high of 27% women in
both 1930 and 1940.

Though women faculty provided a pool from which

to draw administrators, women had participated little and the number
of women in high administration positions had been declining, re
ported Sandler (1973, p. 19).

The percentage of women students and

the percentage of female faculty members have differed greatly
Further, few women faculty have become administrators, with even
fewer women being employed in administrative positions in highstatus institutions. According to Stringer (1977):
In 1973, though Columbia University granted a larger per
centage of doctorates (19 percent) to women than any other
university in the United States, only 3.5 percent of
Columbia's full professors were women; and except for the
president of Barnard, no top administrators were women.
By the summer of 1975, at Harvard, except for Matina
Homer, there were no women vice presidents and no women
deans of schools. From Ivy League universities to state
institutions, the story is essentially the same: Quali
fied women remain clustered in the lower ranks and are
ignored by predominantly male administrative establish
ments that consistently transmit their power to men.
(p. 22)
The United States Department of Education (1982) reported en
rollments of 5,810,828 men and 5,201,309 women students in colleges
and universities for 1978.

The corresponding figures (which did
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not include predominantly black or single-sex institutions) for
people in administrative posts were given in the Chronicle ("FactFile," 1982);

5,601 men and 953 women.

Based on the U.S. Depart

ment of Education report and on the Chronicle report, 47.2% of stu
dents, but only 14.5% of administrators, were women in 1978.
The College and University Personnel Association (CUPA, 1979)
reported that between 1975-76 and 1978-79 there had been a 2% in
crease in numbers of women in higher education administration posi
tions.

CUPA found, however, that white men

held at least 94 percent of the chief executive positions,
approximately 80 percent of the administrative affairs
and academic affairs positions, and 74 percent of the ex
ternal affairs positions . . . women and minorities gained
only 3.5 percent between 1975-76 and 1978-79 in their
share of top-level administrative jobs. (p. x)
Women are concentrated in lower level positions— assistant to the
dean or director, assistant dean or director, and associate dean or
director— or in positions that reinforce feminine stereotypes about
women's skills in counseling and service-related occupations, re
ported Finlay and Crosson (1981, p. 1).
United Press International, as reported in the Western Herald
("Administrators Get Salary," 1983), said that women college and
university administrators, as compared to their male counterparts,
earned 44.8% less during the 1982-83 academic year.

The discrepancy

might be attributed to women's holding lower-level administration
positions, and/or discrimination in pay, and/or less time in rank.
In summary, women are not advancing much in administration.
Research should be completed that will provide data on factors
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involved in higher education administration position attainment.

A

purpose of this study was to examine the gender effect on percep
tions of factors that may influence selection or promotion in admin
istration at Western Michigan University.

Significance of the Study

Kanter (1977) studied factors involved in promotion and salary
increases in corporations; Quinn, Tabor, and Gordon (1968) re
searched nonability factors significant to executive selection;
Crawford (1982) examined skills thought to be essential to success
ful administration in higher education; and many other studies have
been completed related to selection and promotion criteria.

Little

research, however, has been completed on factors and qualities per
ceived to be significant to attaining administration positions and
factors and qualities significant to promotion in colleges and uni
versities .
Only in recent years have researchers begun to concern
themselves with the realities, rather than the ideals,
of managerial personnel practices. Such studies have
focused not upon recommending who should be promoted to
managerial positions, but upon describing the criteria
actually used in promotion. (Quinn et al., 1968, p. 3)
There is need for the establishment of and verification of the real
ities of certain personnel practices in higher education, so that
both men and women understand the criteria used in selection and
promotion decisions.
Research influences the decisions of policy makers on issues
related to employment, such as the level of legal or policy
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intervention, assumptions about women's ability to manage responsi
bilities, and the scope of organization-initiated change, according
to Kanter (1977).

Research on criteria used in selection and pro

motion (as suggested by Quinn et al., 1968, p. 31; and Kanter, 1978,
p. 282) and interventions such as administrative internships and
affirmative action programs (as suggested by Stringer, 1977, p. 22)
might have the effect of giving equal opportunities to both men and
women.

Stringer (1977) commented:

Academic women simply have not been groomed for manage
ment positions as have rising young men. They have not
been given clues about how and when to advance, have not
been encouraged to advance, have rarely been protégées
of those influential in administration. In short, . . .
many academic women are unaware of how decisions are
reached, how the old-boys system perpetuates itself, and
how to deal with other policy makers, (p. 22)
A purpose of the study was to investigate the perceived crite
ria for selection and promotion of higher education administrators,
thereby perhaps contributing to an understanding of educational
practice.

Limitations of the Study

This was a study of administrators at a single institution—
Western Michigan University.
The Western Michigan University Classification and Compensation
Study:

Evaluation Results was published in July 1982.

The evalua

tion process was applied "to all University jobs except those in the
AAUP [American Association of University Professors] and AFSCME
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[American Federation for State, County, and Municipal Employees]
bargaining units. Chairpersons and Deans" (UCCS Report— No. 1, 1981,
p. 2).
The assumption of the investigator, underlying the proposed
study, was that from an examination and an understanding of this
system, valid generalizations can be made to other systems.

Kanter

(1977) said, "There is a need for studies that take a close look in
side one organization" (p. 4).

She cited the methodological diffi

culties inherent in studying large organizations as, first, the com
plexity of the role structure that makes it impossible to match
comparable cases and, second, the human relations game that prevents
the researcher from getting reliable data on power relationships.
The recent University Classification and Compensation Study at
Western Michigan University made it possible to control the amount
of variance due to the level of the position and to obtain data
from men and women in similar power relationships.

Since the

hypotheses and questions were derived from the literature review,
generalizability to other universities or, perhaps, to other organi
zations that have s imilarly estimated the responsibilities of their
administrators, might be appropriate.

Overview of the Study

The purpose of this study was to examine the relationship be
tween the gender of administrators at Western Michigan University and
the strength of their perceptions of factors and qualities that they
deem significant for employee selection and promotion in higher
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education.
Chapter I contains the statement of the problem, the descrip
tion of the background of the problem, discussion of the signifi
cance of the study and limitations of the study, and an overview of
the study.
Chapter II contains a review of the literature related to re
search on women, differences in qualities perceived as related to
selection and those related to promotion, and factors perceived as
significant to selection and promotion of administrators.
The design of the study, including population and sample,
instrument development, and techniques used in collecting and
analyzing the data are described in Chapter III.

The findings are

presented in Chapter IV.
A summary of the study, an interpretation of the results, con
clusions reached, and recommendations for further research are pre
sented in Chapter V.
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REVIEW OF SELECTED LITERATURE

The survey of the literature was intended to respond to the
following :
1.

Can women's underrepresentation in higher education admin

istration be attributed to temperament, assigned roles, or social
conditions?
2.

Are the criteria for selection and promotion in administra

tion the same?
3.

Exactly what are the perceived criteria for being selected

and/or promoted in administration?
Much literature is available on women's temperament, roles, and
the social structural milieu in which women live.

Are women bound

into positions because of inherent and environmental conditions, or
do they perceive the workplace differently than do men?

In the sur

vey of literature, research on qualities and characteristics of women
was examined and the present researcher then attempted to analyze wom
en's perceptions as compared to men's perceptions of criteria for se
lection for and promotion to higher education administration positions.
In general, there was a paucity of the literature found regard
ing criteria for selection or promotion in higher education adminis
tration, and of studies on selection and promotion in other sectors.
There were no studies found differentiating criteria for selection
from those for promotion.

Little research was located regarding the

10
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specific relationship between sex of the administrator and perceived
or substantiated criteria for selection or promotion in any areas of
management.

In an attempt to develop a comprehensive listing of

items deemed important for entry to or advancement in administration,
literature selected for review was from the areas of management,
women in management, and higher education administration.

It was be

lieved that many criteria significant in other types of organiza
tions and to women specifically might be applicable in higher educa
tion institutions.
This chapter contains a review of literature related to:
(a) women’s temperamental, role-related, and social structural abil
ities; (b) selection and promotion criteria used for administrators ;
and (c) variables such as aptitudes, attitudes, capacity for work,
knowledge, personality, political factors, preferences, skills,
social factors, and wants perceived as significant for selection
and/or promotion of administrators.

Women’s Qualities and Characteristics

Many explanations have been given for women’s being under
represented in management ; much research has been done in recent
years to explain the dearth of women in administration positions.
Women’s temperament, conditioning to roles, and ability or in
ability to fit into organizational structures have been posited as
reasons for exclusion from leadership positions.

Since women com

prised 51.41% of the population and 52.1% of working age women were
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in the work force in the United States in July 1981, it has been
understandably difficult for researchers to arrive at definitive
conclusions concerning women.

There exists a plethora of literature

on qualities and characteristics of women, so in an effort to select
only literature necessary to support sex as a variable in this study,
the overview was limited to research results and discussions cate
gorized as;

(a) temperamental, (b) role-related, and (c) social

structural, as suggested by Kanter (1977).

Temperamental Research

Temperamental research involves the study of women's character
and personality.

What have researchers determined about women that

is job-related?
Lynch (1973) researched the following myths that appeared many
times in then-current literature as problems that women must over
come in order to succeed in leadership positions.
Myth 1:

Women can't take heavy responsibility.

Myth 2:

Women cry too much; they are too emotional.

ïfyth 3:

Women ask for special privileges.

Myth 4:

Women are terrible bosses and men don't like to work

for them.
Ifyth 5:

Women are terrible bosses and other women don't like

to work for them.
Ifyth 6:

Women can't get along with their peers, especially men.

îfyth 7:

Management women have lost their femininity.
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Myth 8:

Women use dirtier tactics than men to climb up the

ifyth 9:

Women can't do two jobs well— either home or career

must suffer.
tfyth 10:

Women returning to the job market are unskilled.

îfyth 11:

Young married women can't take management jobs be

cause they will move with their executive husbands.
Lynch (1973) concluded from her survey research with 94 execu
tive women that, "Most negative conceptions of women managers, then,
are really just myths" (p. 31).
Colwill (1982) surveyed 291 sources in which the functioning of
women and men in organizations was described.

Her conclusion on

cognitive skills, although findings were contradictory, is that the
summary data indicate "that females excel in verbal skills through
out life, while men, but not boys, excel in quantitative and spatial
skills" (p. 57).

She also found, from recent reviews of the litera

ture, that the previous belief in women's excellence at tasks re
quiring rote learning and the formerly held belief in men's excel
lence at analytic problem-solving had "no supportive evidence!"
(p. 57).

Her research indicated women appear to have certain social

skills that are better than those of men:

greater eye contact, more

sensitivity to nonverbal messages, and more smiling.

From her re

view, she concluded that men and women do not differ in self-esteem,
but women do tend to underestimate their performance.

Finally, she

found that the studies reviewed showed consistently that women were
less aggressive than men.

She also cited a review of 25 studies of
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cooperative behavior that indicated a similarity between the sexes
on cooperation.

She concluded overall that there were male and

female differences in a few basic areas:

physical strength and

verbal, quantitative, spatial, and social skills; furthermore, "men
are more physically aggressive and have greater self-confidence than
women" (p. 60).
The relationship between women’s temperament and women's roles
is ambiguous.

Of the characteristics discussed above, which are

inherent and which result from ityths, customs, attitudes, and
behaviors?

No answers were found in the literature, nor were there

indications that women cannot change their temperaments— or change
the workplace..

Role-Related Studies

Role-related research focuses on the division of labor between
men and women.

Poet E. E. Cummings’s phrase "the other’s each"

might be used to describe the relationship;

Do roles create the

character and personality or do the character and personality create
the roles?

Currently, there are no definitive answers.

Biklen and Brannigan (1980, pp. 38-39) reported studies which
indicate that women are stereotyped in regard to the leader styles
they are expected to exhibit— with very task-oriented women being
considered unacceptable.

The following "humorous" lines from

Josefowitz (1980), then, are much more serious than they appear.
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The family picture is on
HIS desk: Ah, a solid
responsible family man.

The family picture is on
HER desk: Hmm, her fam
ily will come before her

HIS desk is cluttered:
He's obviously a hard
worker and a busy man.

HER desk is cluttered:
She's obviously a dis
organized scatterbrain.

HE'S talking with co
workers : He must be
discussing the latest

SHE'S talking with co
workers : She must be
gossiping.

HE'S not at his desk:
He must be at a meeting.

SHE'S not at her desk:
She must be in the ladies'

HE'S not in the office:
He's meeting customers.

SHE'S not in the office:
She must be out shopping.

HE'S having lunch with
the boss: He's on his

SHE'S having lunch with
boss: They must be having
an affair.

The boss criticized HIM:
He'll improve his per
formance .

The boss criticized HER:
She'll be very upset.

HE got an unfair deal:
Did he get angry?

SHE got an unfair deal:
Did she cry?

HE'S getting married:
He'll get more settled.

SHE'S getting married:
She'll get pregnant and

HE'S having a baby:
He'll need a raise.

SHE'S having a baby:
She'll cost the company
money in maternity benefits.

HE'S going on a business
trip: It's good for his

SHE'S going on a business
trip? What does her hus
band say?

HE'S leaving for a better
job: He recognizes a good
opportunity.

SHE'S leaving for a better
job: Women are undepend
able. (p. 60)
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As stated in Morris (1982), "according to traditional Freudian
psychological theory, women are expected to be submissive and
nurturing instead of aggressive and conceptualizing" (p. 14).
Morris (1982) continues by summarizing Broverman, Vogel, Broverman,
Clarkson, and Rosenkrantz;
Both men and women described women as less competent,
less objective, and less logical than men. However,
women were perceived as having greater interpersonal
sensitivity, warmth, and expressiveness. In addition,
both sexes judged those traits identified as "masculine"
as the more desirable. Such pervasive cultural stereo
types must be overcome if women are to successfully
enter leader roles, (p. 14)
With conditioning based upon the prejudices regarding women’s
inherent traits, it is not surprising that women’s goals have
evolved toward subordinate roles;

As wives with little economic

control, as professors with male administrators, as nurses taking
orders from doctors, etc.

Social Structural

Social structural research is directed at the nature of organi
zational structures and at the organization of work as those matters
relate to the sexes.

As Kanter (1977) said, "Occupations do not

exist in a vacuum; they occur within organizations" (p. 287) .
Protective legislation and constitutional rights have helped
some women gain entry level leadership positions, but informal norms
have tended to keep women out.

Lynch (1973, p. 159) discussed fed

eral laws and agencies that prohibit sex dis crimination:

(a) the

Equal Pay Act, (b) Title VII of the Civil Rights, (c) Executive
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Order 11246, (d) Executive Order 11478, (e) the Equal Credit Oppor
tunity Act, (f) Title IX of the Education Amendment, and others that
have reduced discrimination against women in the work force.
early 1970s legal protection was needed.

In the

Statistics on women in the

work force, according to the Women's Bureau of the U.S. Department
of Labor as reported by Lynch (1973), follow:
1. The average woman worker is as well educated as
the average man worker. Women have completed 12.5 years
of school; men, 12.4 years.
2. Women constitute 39% of all professional and
technical workers but only 17% of all non-farm managers,
officials, and proprietors.
3. Women constitute 75% of all clerical workers
but only 47% of all craftsmen and foremen.
4. Fully employed women high school graduates have
less income on the average than fully employed men with
less than eight years of schooling, (pp. 9-10)
Laws are changing and so are the informal norms.

The National

Organization for Women (NOW) and the feminist movement in general
are making inroads in employment, education, religion, politics,
family life, the law, and in attitudes in general.

Positions held

and amount of pay earned are indicators of advancement.

In 1959

only 15.5% of women were employed as managers and administrators.
This rose to 22.3% in 1977 according to Pridavka (1979, p. 89).
Halcomb (1979, p. 40) pointed out tha^ Katherine Graham, however,
was the only chief executive officer of a company on either the
first or second Fortune 500 list.

Of the officers who were each

earning more than $40,000 per year in the 1,300 companies investi
gated by Fortune, only 10 persons, or 16%, were women.
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Of the many women employed (in 1972, 24,370,000 of 72,402,000
total employees were women, as reported by Lynch [1973, p. 7]), many
may not have become managers because of interferences such as
prejudices and discrimination.

For example, Morris (1982) concluded

from her research that pressure is exerted by high school teachers,
parents, professors, colleagues, and organizations on women to alter
career aspirations from training for "important" careers to training
in traditional women's fields.
In 1875 Azel Ames (cited in Kanter, 1977), a physician, called
working women "a noble army of martyrs" (p. 260).

In 1975 the

National Manpower Council predicted some of the factors that have
continued to affect women negatively— ranging from wage discrimina
tion to unfair stereotyping of women at work.

Little change has

occurred in those factors, and indeed, there is some evidence that
occupational segregation has been increasing (Kanter, 1977, pp.
260-261).
Josefowitz (1980, pp. 95-96) cited research which suggests that
women lack ambition to rise higher, that society underrates women's
contributions, and that work environment prevents women's advance
ment.

Kanter (1977) suggested that the
combination of government decrees, women's movement
activism, and large numbers of educated women entering
or reentering the labor force had produced pressures for
change. . . . These efforts will not work any better
than yesterday's, as long as individual models of behav
ior and change remain in full force, (p. 261)
The literature on women's character and personality, the divi

sion of labor by sex roles, and the nature of organizations and work
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suggests that women are different or are perceived as being differ
ent from men in their attitudes and behaviors which could affect
work.

This literature suggested that sex might be a variable, as

indicated in the major research question;

What are the differences

in factors perceived as significant to selection and promotion when
the administrators are grouped according to sex?

Selection and Promotion

The investigator's purpose in this section of the review of
literature was to establish that the criteria used for selection of
administrators and those used for promotion are different, although
no research could be found that distinguished between selection and
promotion criteria for administrators.

Both empirical and non-

empirical studies discussed the qualities necessary for administra
tors as though the qualities pertained to both selection and promo
tion situations.

The literature of the following and final section

of the review will establish factors that are significant to either
selection or promotion.
A major impetus behind Research Questions 1 and 2 was Kanter's
(1977)

research at Indsco Corporation (a pseudonym).

Kanter (1977,

p. 62) determined that perceived factors in managerial promotion
were different from perceived factors in salary increase, as can be
seen in Table 1.
Kanter discussed at length factors perceived as important for
entering management, but did not complete empirical research.
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Rank Order of Perceived Factors in Managerial Promotion
Versus Salary Increase, According to Sales Force
Respondents of Indsco

Order of factors
in promotion^
(N = 162)

Order of factors in
salary increase^
(N = 155)

Item
1.

Overall performance record

1.

Overall performance record

2.

Organizational, managerial
ability

2.

Occasional spectacular
sales performance

3.

Reliability, dependability

3.

Reliability, dependability

4.

Skill with people

4.

Organizational, managerial
ability

5.

Seniority

5.

Seniority

6.

Occasional spectacular
sales performance

6.

Skill with people

7.

Amount of education,
special training

7.

Routine action— time
scheduled to happen

8.

An "in" with management

8.

Amount of education,
special training

9.

An "in" with management

9.

Reports from customers

10.

Routine action— time
scheduled to happen

10.

Reports from customers

11.

Luck, good fortune

11.

Personal need

12.

Personal need

12.

Luck, good fortune

Note. The data in Table 1 were adapted from Kanter (1977).
^The rank orders were computed from the mean score given each
item (taking a rank of 1 as a score of 1, rank of 12 as a score of
12, etc.). There were no ties. Degree of agreement over all re
spondents ranged from .45 to .88, with a mean degree of agreement
of .69. The greatest and smallest standard of deviation occurred
for the item ranked #1 on both lists; the largest spread was around
the items on an "in" with management, routine action, and education
(Kanter, 1977, p. 62).
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The current literature, most recently Crawford (1982), seeks to
determine criteria essential for success in administration.

As

Kanter has established at Indsco, the perceived factors significant
to success are different for promotions than for salary increases.
In her research Kanter found that many employees received salary
increases, sometimes for years, without receiving promotions.

Yet,

success might be measured by either pay increases or promotions.
Kanter's research is important since distinctions such as these
between salary increases and promotions must be made so administra
tors can set career goals, then understand the standards for meeting
those goals.
During the past decade many texts have been written advising
women on strategies for breaking into management, as well as texts
suggesting to organizations the methods for selecting, developing,
and training women executives.
been developed.

Executive training programs have

Many texts are available suggesting strategies for

achieving success in management.

The reviewed works suggest that

there are criteria for administration selection and/or promotion and
that both sexes have the potential for mastering administration.
Trade books such as Image Impact by Thompson (1981) and The
Women's Dress for Success by Molloy (1979) addressed the superficial
requirements for female executive selection.

Paths to Power by

Josefowitz (1981) combined scholarly and popular materials to guide
women into power positions.

Bird, Godfrey, and Mandelbaum (1981);

Halcomb (1976); James (1975); Landau (1980); and Williams (1977)
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reworked literature originally aimed at a male audience into texts
especially for women who aspire to management positions.
The Carnegie Commission on Higher Education (1973), Crawford
(1977), Eble (1978), Gordon and Strober (1975), Howe (1975), and
McLane (1980) provided research and suggested strategies for select
ing, developing, and retaining women in administration.

The

Carnegie Commission and the Women Administrators’ Program began pro
grams similar to the American Council on Education’s (ACE) intern
ship programs for women.

The goal of ACE’s programs was "to

strengthen leadership in postsecondary education by identifying and
assisting women who have shown promise" (Carnegie Commission, 1975,
p. 1).

According to Stringer (1977), the internships would provide

women "with the intangible political insights, the understanding
that comes from being involved, however peripherally, in decision
making, in being near the seat of power in an educational institu
tion" (p. 24).

The $305,000 spent by the Carnegie Commission and

the resources devoted by the American Council on Education’s Office
of Women in Higher Education were used to address the need for edu
cating women on skills necessary to become administrators in higher
education.
Such factors as social background are not linked to ability,
but are mentioned as affecting management selection and promotion
by authors such as Quinn et al. (1968), who researched nonability
factors that were significant to executive selection.

Kanter

(1978) discussed both ability and nonability factors considered
essential to selection for management positions.
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Theories by Argyris (1957), Blake and Mouton (1964), Fiedler
(1966), Hemphill (1949), Likert (1967), and McGregor (1960) concen
trated on leadership styles.

Cussler (1958), Fenn (1978), Frank

(1977), Jewell (1977), boring and Wells (1972), Peskin (1982),
Simmons College (1976), and Stead (1978) researched critical areas
for understanding of management by women.

Crawford (1982) researched

skills necessary for success in higher education administration.

The

goals of the writers were to promote normative theories regarding the
characteristics and skills necessary to be an effective leader.
Though the literature reviewed did not clearly distinguish be
tween factors that are significant for selection and factors that
are significant for promotion, many factors are suggested in books,
journals, and monographs that are important for success in adminis
tration.

Factors and Qualities Significant
to Selection and Promotion

Criteria for attaining administration positions appear to be
different from the criteria for being promoted to higher adminis
tration positions, but no research was found for substantiation of
the differences. In the following review, works are discussed that
support the inclusion of items on the questionnaire regarding the
following variables : aptitudes, attitudes, knowledge, personality,
political factors, preferences, skills, social factors, and wants.
Since distinctions between selection and promotion items are not
clearly made in the texts, discussions of selection and promotion
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items are intermingled.
Traditionally, college and university administrators have been
drawn from faculty ranks, according to Crawford (1982).

In this

regard, Eble (1978) stated:
I think there are three ruling attitudes that determine
the rough sorting out of faculty members into administra
tion. The first is the insistence that administrators
come from the faculty. The second is the general disdain
faculty members have toward administration. The third is
coupled with the second: the tendency to regard adminis
tration as less difficult, less valuable, and much more
unpleasant than either teaching or research. Together
these three do more than rational choice to decide who
will be administrators, (pp. 90-91)
Crawford (1982) stated that "Issues such as declining enroll
ments, declining financial resources, and increasing expectations by
the student populace, among others" (Abstract) are causing the pat
tern of selecting administrators from among the faculty ranks to
change.

If scholarship and teaching excellence are no longer the

major qualifications for higher education's selection of administra
tors, then what are the factors involved in selection and factors
involved in promotion?

In the following pages, items that were in

vestigated are discussed, along with support for those items found
in the literature review.
Many studies have been completed that suggest criteria for
being selected for and promoted in management. Boles and Davenport
(1975), although without research evidence, stated that their table,
"Possible Personnel Evaluation Factors," showed their judgments
about some of the kinds of information that might be sought in
evaluating personnel (see Appendix A). Though the listing was not
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comprehensive, nor did the authors claim it to be, the table served—
with adaptations suggested by the research of Quinn et al. (1968)
and other researchers— as a basis for categorizing personal quali
ties under the headings of:

aptitudes, attitudes, capacity for work,

knowledge, personality, political factors, preferences, skills,
social factors, and wants.

Aptitudes

Within this study, aptitudes are defined as those elements of
natural tendency or suitability that contribute to personnel evalua
tion.

What aptitudes are significant for selection and promotion?
Boles and Davenport (1975, p. 266) suggested that the ability

to endure stress could be a possible criterion for evaluation.
Fernandez (1981), in a study of 12 large U.S. companies with com
bined managerial forces exceeding 125,000 people, found that 83.04%
of the managers whom he studied rated themselves as "proficient" on
"stability under pressure (resistance to stress)."

Basil (1972),

when studying approximately 2,000 private and public organizations
nationwide, found in his research that the male attitude was "that
women cannot take the pressures required by an executive [sic]"
(p. 87).

Cussler (1958, pp. 52-55) reported results of a field

study of women from five metropolitan areas of the Eastern seaboard
indicating that the ability to handle stress was an important char
acteristic for success in their positions.
Boles and Davenport’s (1975) "tolerating ambiguity" (p. 266)
was supported by Crawford (1982), Fernandez (1981), and Williams

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

26

(1977).

Williams interviewed women in nontraditional professions

and found that learning to live with "trial and error" was important
(p. 234).

Fernandez's (1981) research included "tolerance of un

certainty" as a characteristic of management (p. 240).

Crawford

(1982), in a national study of factors significant to success in
higher education administration, found in her study of administrators
that, "having tolerance for unavoidable ambiguities in complex organi
zations" (p. 361) received a rating for which the calculated mean was
1.817 on a 5-point scale, in which 1 designated "absolutely essential."
Literature supports the need for an administrator's working
with superiors, peers, and subordinates:

Crawford (1982), Hennig

and Jardim (1977), Kanter (1977), and others.

Surprisingly, "work

ing with superiors" appeared vaguely in many studies of interpersonal
skills with little discussion of the need or "how to" of working with
superiors, yet common sense would indicate that the ability to work
with one's superiors would be significant to a hiring or promotion
decision.

Hennig and Jardim (1977, p. 124), who studied 63 manage

ment women and produced a classic text on women in management, did
discuss support of "tosses" as being necessary.
Research of Crawford (1982, p. 363), Hennig and Jardim (1977,
p. 155), and Kanter (1977, p. 61) indicated that working with peers
was important.

The ability to work with subordinates was estab

lished as important by Crawford (1982, pp. 359-363).

Kanter (1977,

p. 61), a leading sociologist who completed extensive ethnological
and quantitative research in a large corporation, found that good
interpersonal skills were considered an essential characteristic for
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"officer material," and the American Council on Education (cited in
Eble, 1978, p. 93) evaluated candidates on interpersonal skills in
selecting education interns.
Boles and Davenport (1975, p. 266) suggested working with
things (computers, typewriters, copiers), working with ideas, and
creativity as examples of factors in aptitude evaluation.
(1972)

Basil

included the control of mechanical things in his research,

and managers responding to Fernandez (1981, p. 240) indicated an
average of 60.5% proficiency in technical skills.

"Understanding

the complexities of meeting both internal demands and external
limitations in balancing academic workloads" (p. 360) and being able
to bring "ingenuity and creativity to bear" (p. 360) were rated be
tween absolutely essential and essential in Crawford's (1982) study.
Basil (1972) found that analytical ability ranked fourth and
creativity ranked eighth among personal characteristics required of
upper management personnel.

Schein (1977), in a study of 300 men

and 167 women managers from nine insurance companies located through
out the U.S., found that both men and women considered analytical
ability to be a requisite managerial characteristic (p. 224), and
creativity to be a characteristic of female managers (p. 225).
Boles and Davenport (1975) included intelligence and scholar
ship in their table of aptitude factors. Eble (1978) cited intelli
gence and scholarship as two characteristics used by the American
Council on Education to evaluate candidates for its Administrative
Intern Program.

Fernandez (1981), Gordon and Strober (1975), Hennig

and Jardim (1977), Jewell (1977), and Kanter

(1977) all found
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intelligence to be significant for hiring or promotion.

Crawford's

(1982) study indicates that higher education administrators think
that "being recognized as a scholar in one's field" is viewed as
between "desirable" and "essential."
After reviewing the literature, qualities that were added
to the Boles and Davenport (1975) chart of aptitude factors because
of frequency of reference or empirical research are:

making deci

sions, recognizing opportunities, creating favorable impressions,
having a mind for detail, facilitating and coordinating resources,
and resolving conflicts.
Studies by Basil (1972), Bird et al. (1981), Fernandez (1981),
Jewell (1977), Kanter (1977), and Loring and Wells (1972) found an
aptitude for decision making as highly important to being selected
or promoted in management.

The aptitude for recognizing opportuni

ties was considered by Bird et al. (1981) as important for selection,
and by Kanter (1977) as important for promotion.

Molloy's (1977,

1981) research-based books and Thompson's (1981) collection of
atricles addressed the importance of administrators' personal pack
aging for creating favorable impressions. Basil (1972) found that
attention to detail was an important characteristic for upper manage-

Colwill (1982) discussed the value of a person's having organi
zational power in order to manage resources:

"Interpersonal power

often releases organizational resources, and concrète organizational
resources often contribute to interpersonal clout" (p. 104).
(1978)

Fenn

provided step-by-step instructions for new managers on how to
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accumulate power and manage resources. An aptitude for facilitating
and coordinating resources appears necessary in management.
Crawford (1982) found that higher education administrators
rated "being able to deal with frustrations without becoming hostile
or defensive toward others" (p. 359) as 10th and "handling conflict,
dissent, and dissonance in a creative fashion" (p. 361) as 30th in
importance of 100 skills thought to be essential for administrators.
Frost and Welmot (1978) explored differences between male and female
conflict management, and Jewell (1977) and Loring and Wells (1972)
discussed the necessity for managers to be able to resolve conflicts.
Through the review of literature, the following were ascer
tained as aptitudes perceived as significant to the selection and
promotion of administrators:

(a) enduring stress, (b) tolerating

ambiguity, (c) working with superiors, (d) working with peers, (e)
working with subordinates, (f) working with things, (g) working with
ideas, (h) creating, (i) possessing intelligence, (j) having scholar
ship in a discipline, (k) making decisions, (1) recognizing oppor
tunities, (m) creating favorable impressions, (n) having a mind for
detail, (o) facilitating and coordinating resources, and (p) resolv
ing conflicts.

Each of these items was included in the ques

tionnaire in order to test the following:
Hypothesis 1:

For selection of higher education administrators,

male ratings of aptitude items differ from female ratings of apti
tude items.
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Hypothesis 2;

Male ratings of aptitude items differ from

female ratings of aptitude items for promotion of higher education
administrators.

Attitudes

Within this study, attitudes are defined as those elements of
ideological position, purpose, or feeling.

What attitudes are essen

tial for administration selection or promotion?

Attitudes suggested

by Boles and Davenport (1975) included "getting along with others;
loyalty, identification with group ; professional ideals, ethics;
self-reliance ; makes own decisions; stands on own feet; spirit of
cooperation; willingness to take risks ; and willingness to work"
(p. 266) as possible personnel evaluation factors.
Getting along with others is important to selection and promo
tion.

Cussler's survey (1958) indicated that a criterion for a

sponsor's selecting a protégé was the protégé's "ability to fit in
well with the new top level management" (p. 20).

Jacklin and

Maccoby (1974) reviewed literature on women in management.

Their

conclusions were that social relation skills were essential for
management; furthermore, that there were few differences between the
sexes in these skills.

Hennig and Jardim (1977) noted "solid work

ing relationships" (p. 125) as especially significant to 25 of the
management women surveyed, especially during the first 10 years at
work.

The research of Fernandez (1981), Kanter

(1977), and IfoUoy

(1981) substantiated that positive interaction, fitting in, being
liked— in short, getting along with others— was important for
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selection or promotion in management.
Being loyal; identifying with the group was supported by Basil
(1972)

and Kanter

(1977) as essential for management.

In Basil's

study, 90% of the men and 87% of the women reporting indicated that
loyalty was a requirement for upper management.

Kanter (1977)

indicated that "unbounded loyalty" (p. 49) was required at Indsco
Corporation for entry into their management system.
The Royal Bank of Canada's Of Interest to Executives (1971
edition) is a well written, nonempirical text that cited integrity
as a fundamental quality for being a manager.

Levine (1977), the

first woman to reach the division management level at AT&T, dis
cussed the necessity of professionalism for becoming an expert man
ager, "Professionalism is a no-nonsense clarity of purpose which can
solve a lot of problems" (p. 22).

Crawford (1982) found that "main

taining high standards of ethics, honesty, and integrity in imple
menting the goals of the institution" (p. 359) ranked number 1 of 90
items in her survey.
Being self-reliant was considered by Hennig and Jardim (1977),
the Royal Bank of Canada (1971), Schein (1977), and Williams (1977)
as necessary for management.

Williams (1977), in summarizing her

research, gave "A Dozen Do's for Executive Success" (p. 232).

She

quoted Harry S. Truman, "The buck stops here," to emphasize the im
portance of accepting responsibility for one's actions.

Schein

(1977) found that both male and female managers cited decisiveness
and responsibility as fundamental qualities of management.

Finally,

Hennig and Jardim (1977) listed "Self-Reliance vs. Reliance: where
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necessary, performance requirements can be met by relying on one’s
own skills" (p. 34) as a requisite for the transition from super
vision to middle management.
Colwill (1982), after an extensive review of literature, stated
"Cooperation has lately been heralded as the crucial new managerial
skill to replace competition and dominance" (pp. 59-60).

Kanter

(1977) found that being a "good team player" (p. 61) was essential.
Schain’s (1977) research indicated that women managers considered
being helpful as important to managerial success.
The reluctance to take risks was perceived by Hennig and Jardim
(1977) as an element critical to women’s entrance into and success in
management.

Levine (1977) considered taking risks as necessary to

management.

Williams’ (1977) research indicated that risk-taking

was one of a dozen necessities to realizing an executive position.
Hennig and Jardim (1977) found being work-oriented to be a
necessity for managerial women.

Loring and Wells (1972), as a re

sult of their research, included "willing to do more than her share
of the ’grub work’" (p. 191) as a characteristic that would "in
crease a woman’s chances of advancing on the job" (p. 191).
Kanter (1977) quoted Clark Kerr, "incumbents in the managerial
hierarchy seek as new recruits those they can rely upon and trust.
They demand that the newcomers be loyal, that they accept authority,
and that they conform to a prescribed pattern of behavior" (p. 48).
In Kanter’s work at Indsco, she found that managers were required,
though non-verbally, to accept the authority of the existing power
elite.
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Conforming to prescribed behavior and hierarchical expectations
was referred to by Kerr (cited in Kanter, 1977) in the preceding
paragraph.

Kanter (1977)

further discussed conformity of prospec

tive managers as being a basis for building trust with existing man
agers.

Bird et al. (1981), based upon their study of women's careers,

suggested that an essential ingredient for getting into management
was responding to management priorities.

Halcomb (1979), Kennedy

(1980), Molloy (1981), and other writers of "how to" books highly
recommended conforming to the expectations of those in power for
getting into and moving up in management.

Fernandez (1981) found in

his studies of racism and sexism that an ability to conform to hier
archical expectations was essential to good management performance
reviews.
Kanter (1977) said that "people high in opportunity would tend
to . . . be more committed to the organization, willing to sacrifice
for it and believe in its goals" (p. 247).

Crawford (1982) found

that "demonstrating a total commitment to the mission of the insti
tution and relating that mission to institutional and community
populations" (p. 360) ranked 19th of 90 items in her national survey
of administrators of skills necessary for higher education adminis
tration success.
Colwill (1982) related power and privacy.

She indicated that

people "reveal more about themselves to superiors in the organiza
tion than to subordinates" (p. 123).

She cited research by

Slobin, Miller, and Porter; Jourard; Henley; Foxworth; and others
which indicates that a woman climbing the organizational ladder.
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"especially in organizations where confidentiality is held in high
regard [should] held her cards close to her chest" (p. 123).
"Being lucky" is a characteristic that more women than men be
lieve is necessary to being selected or being promoted in administra
tion (Colwill, 1982).

However, Kanter (1977) found through quanti

tative research with men and women that on a 12-point scale of 1 high,
12 low, "luck, good fortune" received ratings for which the calculated
means were 8.12 as a factor in promotion, and 8.97 as a factor in salary
increase.

Bird et al. (1981) included luck, along with politics, as

the two determinants for making it to the very top.

Epstein (1975)

cited research that showed that in Britain in 1966 "chance" was one
of three reasons given for women's rising to the top in her sample of
women in government, broadcasting, and two large companies.
"Understanding the organization's values" was stressed by Bird
et al. (1981), Findlay and Crosson (1981), Hennig and Jardim (1977),
Kanter (1977), and Molloy (1981).

Findlay and Crosson (1981) sug

gested that an aspiring administrator l e a m about the broad concerns
of the university; Hennig and Jardim (1977) stressed knowing the
company, both its business and its people; and Bird et al. (1981)
recommended relating work to the stated corporate objective.
Cussler's (1958) research indicated that being trustworthy was
important for promotion.
of developing trust.

Kanter (1977) stressed the significance

Schain's (1979) research indicated that both

men and women considered "not devious" as a major characteristic of
qualified managers.

Bartol (1973), in an empirical study of lead

ers' behaviors, found that behavior indicative of friendship, mutual
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trust, respect, and warmth was highly regarded.
Kanter (1977) said that people high in opportunity would tend to
make suggestions for change.

Josefowitz (1980), who combined schol

arly and trade sources, indicated that both willingness to take sug
gestions and willingness to make suggestions were necessary.

Hennig

and Jardim (1977) also discussed the need for making suggestions,
especially during the transition from supervisor to middle manager.
"Having high aspirations" was found by Colwill (1982) to be im
portant in her survey of research on being selected or promoted in
management.

In Fernandez's (1981) research of managers, 31% of all

races and sexes aspired to high levels of management; 14% expected
to reach high levels.

Basil (1972) found that executives in 20% of

the companies that he studied "failed to consider women seriously
for managerial positions because they felt that women lacked the
necessary drive and motivation to be really successful in managerial
positions and to stand the pressures and tensions of management"
(p. 11).

Bird et al. (1981) and Hennig and Jardim (1977) concurred

that people need high aspirations to reach high management positions.
"Avoiding stereotyping" was considered by Bartol (1973); Brad
ford, Sargent, and Sprague (1975); Cummings (1979); Fernandez (1981);
Garson (1977); Hennig and Jardim (1977); McGee (1979); and Strober
and Gordon (1975) as significant to selection and promotion in ad
ministration.

Much of the research included women and indicated

that women had to overcome the female stereotypes both in aspiring
to and in gaining access to management positions.

Fernandez (1981)

stated that 94.4% of managers considered themselves proficient in
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accepting other races in the workplace, and 92.3% considered them
selves proficient at accepting the opposite sex in the workplace.
Being "willing to accept criticism" was cited by Josefowitz
(1980)

as a necessity for gaining entry into management. Williams

(1977) indicated that lack of defensiveness when criticized was im
portant to aspiring executives.

Hennig and Jardim (1977) found that

women had difficulty dealing with criticism, and they recommended
learning to cope with criticism as a major task for women in achiev
ing management.
Basil (1977), in researching characteristics as requirements
for achieving upper management positions, found that 95% of men and
90% of women rated consistency and objectivity as important.

Men

ranked those characteristics as second of 10; women ranked them as
third of 10.

Fernandez (1981) found that fair treatment as a human

being was considered especially important to younger managers.
Finally, "being positive" was found to be important by
Colwill (1982) and Schein (1977).

Schein’s (1977) research results

showed that women perceived that being "cheerful" was necessary for
managers.

Colwill (1982) found a lot of research to substantiate

that men had more confidence in their abilities than women, but that
women were more accurate in predicting their abilities.

Hennig and

Jardim (1977), Kanter (1977), and others indicated that positive
feelings about one’s self and especially one’s decision-making
ability are important to management success.
Those attitudes discussed, from "accepting of authority" to
"being positive" have been added to the Boles and Davenport (1975)
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listing of attitudes as possible personnel evaluation factors.
literature as cited supports these additions.

The

The 20 items dis

cussed were included as variables in the "attitudes" category in
order to test the following hypotheses:
Hypothesis 3:

In rating the variables important to the selec

tion of higher education administrators, male ratings of attitude
items differ from female ratings of attitude items.
Hypothesis 4:

Male ratings of attitude items differ from

female ratings of attitude items when rating the variables important
to the promotion of higher education administrators.

Capacity for Work

For the purpose of this study, capacity for work is defined as
the element of ability to fulfill all job responsibilities.

What

are the capacities for work that are essential for administration
selection and promotion?
Williams (1977) discussed the "opportunity prone."

Many of the

executives that Williams surveyed had "the vision to see an opportu
nity" (p. 226) that the executives considered essential to their
success.

Colwill (1982) cited research which indicated that women

must "leam to read the signals telling them when they are being
considered for grooming" (p. 150).

Kanter (1977) discussed the

necessity of being alert to extraordinary activities which could be
a source of power.

These sources support the Boles and Davenport

(1975) item "alertness."
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"Having energy, vigor, and drive" (p. 266) was suggested by
Boles and Davenport (1975) as a possible evaluation factor.

Basil

(1972) found in his research that a high percentage of employers
considered women lacking drive and motivation to be managers.
Halcomb (1979) found that a number of the women she studied said
"they had more energy than most people they knew" (p. 139).
Josefowitz (1980) discussed coping strategies in order to maintain
energy and drive during the middle management period.

A respondent

to Lynch (1973) said, "An extra amount of energy— [was] almost more
important than intelligence" (p. 93).

Hennig and Jardim (1977)

found that enormous amounts of energy and concentration were
required to move upward through the ranks of management.

Drive

appears to be important to success in management.
"Being healthy" was discussed by Josefowitz (1980), Lynch
(1973), and Williams (1977).

In summarizing the inherent traits of

the executive women of her study. Lynch listed "reasonably good
health" (p. 93).
Kanter (1977) found that doing the predictable did not help
to accumulate power.
thus

Power was derived from the extraordinary,

requiring industry on the part of the employee in;

(a) being

the first in a new position, (b) making organizational changes, or
(c) taking major risks and succeeding.

Lynch (1973) referred to

having "enough push to see that the job gets done" (p. 93).
"Being free to work the necessary hours" was suggested by the
current interest in time management as a necessary criterion for
management success.

Crawford (1977) completed research wherein 52%
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of management respondents said they managed time wisely.

Adminis

trators work long hours, according to Josefowitz (1980), Lynch
(1973), and others.

Jacobs (1977) asserted that one had to "work

the hours necessary to get the job done" (p. 84).
"Being financially able to work at the salary offered" was
partially derived from the reports on women’s wages:
Kandel (1981), etc.

Hartson (1981),

If both men and women are competing for the

same jobs and women can be hired for 41% less (extrapolated from the
1980 Census figures), then can men afford to compete for the jobs?
Can a woman work for the pay?

Basil (1972) discovered that managers

responded that a positive factor in companies considering women as
potential managers was "Women managers are paid less than equivalent
male managers" (p. 36).

Hennig and Jardim (1977) also found salary

level to be an important determinant in women’s immediate management
success.
Fernandez (1981) quoted "a group of middle-level, middle-age
white men":

"Before we moved because the company told us— no ques

tions asked.

But why would we do it now?

We see women and minori

ties turning down relocation and it doesn’t hurt their careers"
(p. 154).

Basil (1972) found a negative factor, however, in employ

ers’ consideration of women as potential managers; "Women are unable
to move from one geographic location [to another]’’ (p. 49).

Being

mobile was considered by Bird et al. (1981) as a significant issue
for career success.
The final three items discussed in the capacity for work cate
gory were added to the Boles and Davenport (1975) list.

The
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additions were justified by the literature.

All of the items of the

variable capacity for work^ were studied in regard to the following
hypotheses ;
Hypothesis 5 : Male ratings of the variable capacity for work
differ from female ratings of the variable capacity for work when
related to selection of higher education administrators.
Hypothesis 6:

Male ratings of the variable capacity for work

differ from female ratings of the variable capacity for work when
related to promotion of higher education administrators.

Knowledge

For the purpose of this study, knowledge is defined as the
element of acquired information.

What knowledge is important for

higher education administration selection and promotion?
Crawford (1982) collected data from 288 presidents, academic
vice presidents, and deans from state universities and land-grant
colleges nationally.

As a result of the information generated from

her opinionnaire, she identified those skills perceived to be essen
tial for success in higher education administration.

Crawford’s

results indicate that higher education administrators should possess
knowledge in the following areas:

knowing the historical and philo

sophical precepts of higher education; knowing academic programs and
functions; knowing academic personnel administration processes;
knowing planning processes; knowing financial management processes;

^Underlining is used to avoid misinterpretation.
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knowing legal processes, rights, responsibilities; knowing organiza
tional theory and practices; knowing leadership and change theory;
knowing legislative and governmental relations and processes ; know
ing development processes; knowing interpersonal relations theory;
knowing student personnel processes; knowing communication processes;
and knowing empathetic processes.
Crawford (1982) asked the administrators to respond to the
opinionnaire using the following scale:
SCALE VALUE:

1
2
3
4
5

=
=
=
=
=

Absolutely essential
Essential
Desirable, but not essential
Not essential
Undecided

The results of her research are presented in Table 2 (pp. 359-366).
Since the mean score on each skill area was between 2.319 (be
tween "essential" and "desirable, but not essential") and 1.678 (be
tween "absolutely essential" and "essential"), knowledge of these
administrative skill areas was included for study.
In works by Bolies (1977), Josefowitz (1980), and Landau (1980)
the authors suggest that knowing job search procedures is important
for attaining a position with a new institution, and that informa
tion on strategies for advancement is helpful.

Boles and Davenport

(1975) in their leadership text discussed in their final chapter,
"The Opportunities Available," four "steps in getting from a present
position to a desired one":
getting the necessary paper qualifications, securing a
quality education, locating job opportunities, and de
veloping strategies for getting oneself considered in
preference to other applicants. (p. 411)
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Because knowledge of job search procedures appears to be important
for selection and promotion, it was included for study.

Administrative Skills Opinionnaire Results
Extrapolated From Crawford's (1982) Study
of Higher Education Administrators

Skill

Mean
Rating

Historical and philosophical process

1.927

Academic programs and functions

1.757

Academic personnel administration process

1.882

Planning process

1.839

Financial management process

2.234

Legal processes, rights, and responsibilities

1.904

Organizational theory and practices

1.957

Leadership and change theory

1.859

Legislative and governmental relations and
process

2.187

Development process

2.319

Interpersonal relations

1.683

Student personnel process

2.278

Communication process

1.678

Empathetic process

1.685

Note. The data in Table 2 were obtained from Crawford, 1982.

All of the items discussed previously as knowledge were studied
in regard to the following hypotheses:
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Hypothesis 7:

Male ratings of the variable knowledge differ

from female ratings of the variable knowledge when related to selec
tion of higher education administrators.
Hypothesis 8:

Male ratings of the variable knowledge differ

from female ratings of the variable knowledge when related to pro
motion of higher education administrators.

Personality

Personality is defined in this study as the element of non
physical, individual characteristics.

What items are considered to

be important to selection or promotion of administrators as parts
of the personality variable?
Boles and Davenport's (1975) "breadth of interests" as an eval
uation item is supported by the research of Schein (1977) and Lynch
(1973).

Schein (1977) found that the female managers who responded

to her survey indicated that being well informed was important to
being a qualified manager.

Lynch (1973) found that successful

female executives "are versatile— they have learned many things on
the way to the top.

They can write, teach, arbitrate, run a busi

ness, as well as [do] their traditional jobs of selling, researching,
or being a secretary" (pp. 92-93).
"Being dependable" was substantiated as an important personal
ity item.

Schein (1977) discovered in her research that the male

samples considered being "steady" as an important managerial char
acteristic.

Kanter (1977) found that such factors as reliability

and dependability ranked high for getting a promotion in management.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

44

Bird et al. (1981) found that being a stable performer was signifi
cant to advancement.

Strober and Gordon (1975), in reviewing the

research on the entry of women into management, discussed the myth
of women's unreliability which has kept women out of management.
"Showing initiative" is a characteristic deemed desirable for
and by managers.

Fernandez (1981) cited a study that showed that a

large number of white managers "complained that minorities are lazy
and have little or no ambition, initiative and aggressiveness"
(pp. 280-281) . The Royal Bank of Canada (1955) listed initiative as
one of the 10 most important qualities for promotion in management.
Josefowitz (1980) discussed the initiative necessary to establish
relationships as important to getting ahead.

Conoley (1980) pointed

out the need for initiating responses in groups in order to be per
ceived as a leader.

Showing initiative in actions and in words

appears important for being an administrator.
"Having an appropriate professional manner" is supported by
the research of Cussler (1958), Kanter (1977), Lynch (1973),
Williams (1977), and others.

Williams (1977) suggested that actions

say a great deal about one's management potential.

Lynch (1973),

in quoting one of her survey respondents, listed a talent necessary
for successful women as "the presence of command.

If you are run

ning the show, you are running the show and you leave no question
about that in anyone's mind" (p. 93).

These combine with Boles and

Davenport's (1975) "manner of bearing" as a possible personnel eval
uation item.
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Josefowitz (1980) suggested the importance of open-mindedness
for supervisors.

Fenn (1978) discussed the need for prospective

managers to seek alternative methods of acting and to review the
possibilities for action.

Fenn continued, "The best supervisor

allows workers to master their tasks in ways that are appropriate
for them" (p. 69).

Though Fenn did not use the term "open-minded,"

he stressed "serving," "responding," "listening for understanding,"
serving as a "sounding board"— qualities associated with openmindedness— as skills imperative for new managers.
Epstein (1975) considered having competent business and profes
sional behavior as necessary to be hired into management.

Hennig

and Jardim (1977) found that confidence and self-assuredness were
lacking in women in the middle management area.

The researchers and

the women subjects considered this a detriment to their careers.
Lynch (1973) discussed women’s being unsure of their talents as the
second biggest handicap to their advancement in management after
"management's reluctance to 'take a chance' on them" (p. 108).
Kanter (1977) also found that timidity and self-effacement were
keeping women out of management.

Cussler (1958), Lynch (1973), and

others found most of the managers to be early middle aged.

Based

upon this research, "poise and maturity" was retained from Boles and
Davenport's (1975) listing for further study.
Both punctuality and meeting deadlines were discussed by Bird
et al. (1981) as being parts of performance appraisal.

Chronic

tardiness was suggested through a research project by Hobard and
Harries (1977) as a reason for suspension or dismissal.

Bolles
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(1977), Josefowitz (1980), and Landau (1980) all supported prompt
ness as being imperative for being selected for a position.
"Rational-emotional balance" was a criterion suggested by Boles
and Davenport (1975) as possibly affecting evaluation.
Jardim (1977), Josefowitz (1980), Kanter

Hennig and

(1977), Lynch (1973), and

the research of others supported the necessity for maintaining emo
tional control.

Basil (1972) found that management women ranked

"emotional stability" as the characteristic most required for upper
management.
"Being resourceful," defined as readily able to act effectively,
was considered by Fenn (1978) as an area in which aspiring managers
needed training.

Bird et al. (1981) discussed the need for seeing

opportunities for improvement.

Basil (1972) found that male man

agers ranked decisiveness as number one and female managers ranked
decisiveness as number two in importance of eight characteristics
required for upper management.

The combination of seeing opportu

nities for improvement and taking action was studied as "being re
sourceful ."
"Self-regulation" was studied by Basil (1972) as a characteris
tic considered important for managers.

Hennig and Jardim (1977)

found that the managers responding in their study had all made "a com
mitment to a course of action with distracting diversions identified
and avoided" (p. 112).

Lynch (1973), in discussing women's traits

considered important to executive success, mentioned persistence, "a
certain inner toughness," and perseverance.

Though the idea "self-

discipline" per se was not discussed, the concept of self-discipline
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appears to be important for management success.
Epstein (1975) listed "style, self, and the aura of competence"
as contributing to the evaluation of competence.

Fernandez (1981)

found that in managers' self-ratings of characteristics related to
skills, abilities, expertise, and behavior, 78.2% rated themselves
as proficient in "self-objectivity."

Findlay and Crosson (1981) and

Garson (1977) discussed self-confidence as vital to success.
Kanter (1977)

found high self-esteem to be necessary for being pro

moted.
"Having a sense of humor" was discussed by Lynch (1973) as one
of women's traits which was necessary for success in the executive
suite.

Kanter (1977)

found that "jokes were a very important part

of company culture, and having a good sense of humor also seemed to
be a requisite for mobility" (p. 41).

Since there are some indica

tions of humor as a requirement for advancement. Boles and
Davenport's (1975) suggested factor of "sense of humor" was included
on the survey instrument.
Schein (1977) found that male managers considered tactfulness
a requisite for being selected or promoted in management.
(1981)

Fernandez

found that tact was necessary for managers, especially in

doing performance evaluations.

The works support Boles and

Davenport's (1975) suggested factor of "tactfulness."
Hennig and Jardim (1977) found that flexibility was a charac
teristic that women needed to l e a m in order to survive in manage
ment.

Bird et al. (1981), Fernandez (1981), Garson (1977), Jewel

(1977), Kanter

(1977), Loring and Wells (1972), and Lynch (1973)
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noted the significance of "being flexible" to management success.
Loring and Wells (1972) considered the following as essential to
management skills:

"Able to determine priorities with flexibility,

to change as needed, and stick with them when necessary" (p. 61).
"Being predictable" was discussed in the texts of Basil (1972),
Jewell (1977), and Kanter (1977) as predictability related to doing
well in management.

Kanter (1977) found that predictability was

likely to be a factor "in the choice of key managers" (p. 51).
Kanter also found that women were considered to be unpredictable.
Through Basil's (1972) research, he discovered that both female and
male managers ranked "consistency and objectivity" within the top
three characteristic requirements for persons in upper management.
Predictability would appear to be a result of consistency, so "being
predictable" was studied in this research.
Hennig and Jardim (1977) found that the managerial women whom
they studied perceived at the end of their first decade in respon
sible positions that "their male associates at work considered them
to be serious, highly skilled, work-oriented and certainly ambitious"
(p. 136).

Josefowitz (1980), Lynch (1973), and others discussed the

importance of one's being perceived as serious about career and
serious about work as important to being promoted.
Cussler (1958) found that "requisite firmness (for management)
may be latent in many women yet suppressed because women believe it
is not culturally sanctioned" (p. 25).

Williams (1977), in 12 major

points for gaining executive power, stressed maintaining the upper
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points for gaining executive power, stressed maintaining the upper
hand, standing up for one's rights, and letting one's demands be
known.
In Basil's study (1972) both male and female managers ranked
"perception and empathy" as fifth of nine characteristics required
for upper management.

Cussler (1958) cited extensive literature

that supported "being human" as a necessary characteristic of man
agers.

Kanter (1977)

reported that "an executive personnel commit

tee generated a list of characteristics that would make a person
'officer material'" (p. 61).
Schein (1977), in the study of 467 middle line managers, found
that both men and women viewed aggressiveness as important to men's
managerial success.

Jacklin and Maccoby (1975) completed a review

of psychological sex differences and differences that might affect
both sexes in management.

Their summary of aggression and dominance

follows :
Dominance, or leadership, appears to be achieved primar
ily by aggressive means among apes and little boys . . .
there appears to be no intrinsic reason why the more
aggressive sex should be the dominant one in adult rela
tionships. (p. 34)
Though their study did not find sex differences that could affect
leadership in adults, the implication was that aggression was neces
sary to current management.

Colwill (1982) reached different conclu

sions from her research of sex differences.

She found research to

indicate that women are less aggressive than men.

Though she does

not reject aggressiveness as a necessary characteristic for past man
agers, she concludes that a new kind of manager is needed.

These
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and other studies indicate that, to date, aggressiveness is still
important to achieving management success.
Hennig and Jardim (1977), in their study of 25 high-level man
agement women, found that being direct and factual was imperative at
the middle management level.

Loring and Wells (1972) cited research

done with outstanding college achievers which showed that a valued
trait, when displayed by men, was "being direct."

Loring and Wells

concluded that the valued traits were important to professional
management.

Though being direct and being factual are not synony

mous with being objective, there is overlap.

Studies by Lynch

(1973), Schein (1977), and others suggested that objectivity was
important to doing well in management.
Finally, the following research supports "being business and
task oriented" as a characteristic that might be important to per
sonnel evaluation.

Hennig and Jardim (1977) found that during the

first career decade of the managerial women studied, the women
adopted business and task-oriented behavior styles.

Jacklin and

Maccoby (1973) suggested "leadership, task persistence, achievement
motivation, and intellectual abilities" (p. 37) as psychological
abilities of job performance.
quired of managers:

Fenn (1978) outlined three steps re

(a) establish the tasks to be accomplished,

(b) coordinate the efforts of all who work on the tasks, and (c) out
line the parameters that bound the various tasks.

She considered

the three as necessary for getting the work output for which a super
visor is responsible.

Even with ongoing debates on task orientation

versus people orientation, there appears to be validity to "being
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business and task oriented" as a criterion for good management.
The 21 items previously discussed were included in this study
as variables of the personality category in order to test the fol
lowing hypotheses:
Hypothesis 9:

Male ratings of personality items differ from

female ratings of personality items when the items are considered in
relationship to selection of higher education administrators.
Hypothesis 10:

Male ratings of personality items differ from

female ratings of personality items when the items are considered in
relationship to promotion of higher education administrators.

Political Factors

Political factors are defined for the purposes of this study as
the elements of understanding the governance structure.

Selecting

• the right career path, having an "in with management," knowing the
informal system, being a fast-track person, fostering allies and
mentors, understanding public relations, and having seniority are
related to understanding governance structure.

They are items sup

ported by the literature as important to selection and promotion of
administrators.
Selecting the right career path was stated as important by
Kanter (1977).

In her study of opportunity factors in a large

corporation, Kanter discovered: "Mobility could be blocked in sev
eral ways.

The largest category of people among the stuck were

those who never had an opportunity to begin with" (p; 136).

Cleri

cal workers, clerical supervisors, and personnel employees were
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especially susceptible to low promotion rates or few chances for
movement.

Kanter also found that, apart from those people who had

. chosen careers with little or no opportunity, that others "had come
through the wrong career path.

Though they could get into and

handle their present job, they lacked the experience, background,
attitudes and knowledge, or connections that could lead them any
further" (p. 138).

Josefowitz (1980) devoted two chapters to in

formation on choosing an appropriate career path.

Kennedy (1980)

and other writers of nonempirical texts suggested that line manage
ment as opposed to staff jobs provided access to middle and top
level positions.
Having an "in" with management was mentioned as important for
selection or promotion by several writers.
talking to the boss about promotions.

Solid (1977) suggested

Crawford (1982) found that

"Demonstrating an affinity toward developing interpersonal relation
ships with local, state, and national political figures and business
representatives" rated between "desirable" and "essential" (p. 365)
for administration success.

Kanter (1977) found that having "an

'in' with management" ranked eighth of 12 factors in promotion in
her study at Indsco, and ninth among factors considered in providing
salary increase (p. 62).

Fernandez (1981), in his study of 3,626

managers, discovered that 68.8% of the managers studied rated having
"Help from someone particularly interested in your career" as an ad
vantage in achieving their desired positions (p. 115).
Fernandez (1981) found that 64% of first level, 76% of second
level, 78% of third level, 100% of fourth level, and 100% of black
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men regardless of level perceived that minority managers were ex
cluded from informal work groups.

Fernandez said:

Researchers have pointed out that the system can be ex
pected to react to threats to its members (white men) by
functioning in such a way as to make it even more diffi
cult for women or minorities to become a part of it.
This finding is cause for great concern to anyone
aware that the informal system is at the heart of the
middle-management function and grows still more critical
with every step up the corporate ladder, (p. 55)
Bird et al.'s (1981) advice was, "When the knowledge you have about
how the company works becomes more valuable than your skills, it is
in the interest of the company to promote you to management"
(p. 104).
Being a fast-track person— officer material— was suggested by
Kanter (1977) as being important for promotion.

Kanter reported

that at Indsco "five or six out of every fifty people in the exempt
category [those employees on annual salaries] were singled out for
such close attention" (p. 133).

Fernandez (1981) discussed "jet

jobs," "water walkers" and "fair-haired boys" who are "given a
series of positions chosen to maximize their managerial skills and
broaden their knowledge of the corporation" (p. 230).

Fernandez

discussed the "fast tracking approach to moving young white males
into higher management" (p. 230).
"Fostering allies and mentors" is addressed by several re
searchers.

Fernandez (1981) said, "the single most-important non

ability factor that directly influences the rate [sic] that race,
sex, age, and ability play in managers’ advancement opportunities is
a sponsor or mentor" (p. 134).

In his study, Fernandez found that
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respondents ranked it third "behind performance and work experience
as being advantageous for obtaining desired positions" (p. 134).
Jewell (1977), Kanter

(1977), and Womanagement (1977) suggested the

significance of having one higher in the organization who acted in
one's behalf as being important to promotion.
"Understanding public relations"

is being included in this study.

Crawford's (1982) research results, done with a national population of
college and university administrators, showed that relating the insti
tution's mission "to institutional and community populations" received
a rating for which the calculated mean fell between "essential" and
"absolutely essential" for successful administration (p. 360).

Further

more, Crawford found that "being able to contribute actively to a rapid
and free flow of information to various units of the institution and to
community constituencies" received a rating for which the calculated
mean was 1.904 (p. 363), and "having the ability to relate institu
tional goals and objectives to all members of the institutional commu
nity" received a rating for which the calculated mean was 1.91 on a
scale of "1 = Absolutely essential" and "2 = Essential" (p. 363).
Bird et al. (1981), Williams (1977), and Womanagement (1977) all re
lated the necessity of maintaining one's personal public relations as
well as promoting the institution.
Cussler (1958) discussed the importance of "rising from the
ranks" (p. 9) as did Fernandez (1981).

Kanter

(1977), in her re

search with a large corporation, discovered that "seniority" ranked
fifth in factors of promotion and in factors of salary increase.
Political factors were included on the questionnaire in order
to determine if they are relevant to the following hypotheses:
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Hypothesis 11:

Male ratings of the variable political factors

differ from female ratings of the variable political factors when
related to selection of higher education administrators.
Hypothesis 12:

Male ratings of the variable political factors

differ from female ratings of the variable political factors when
related to promotion of higher education administrators.

Preferences

For the purpose of this study, preferences are defined as the
elements of one's chosen condition.

What preferences are important

for administrator selection and promotion?
Boles and Davenport (1975) suggested "dependence-independence,"
"perseverance," and "stability; maintaining interests and employ
ment" as possible criteria for evaluation.

"Developing activities

related to career" and "engaging in change-oriented activities when
dissatisfied" have been added for study as possible personnel eval
uation preferences.
Kanter (1977) hypothesized that a person "high in opportunity"
would "consider work a central life interest" (p. 247).

Hennig and

Jardim (1977) found that during the early career years, the manage
rial women of their study devoted themselves to their professions to
the exclusion of their personal lives.

During middle age, the group

of 10 higher-level women had made conscious efforts to develop a
balance in their personal and professional lives.
the study said:

One respondent in

"I decided to let the career ride for a year or so

to see what I could do about my personal and social life.

Somehow I
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felt just like an adolescent again, starting out to achieve my first
dates" (p. 141).

All of the 25 women, however, recommitted them

selves to their careers.

Developing nonwork activities around one's

profession seemed necessary to reaching high management positions.
Colwill (1982) cited research by Hoyenga and Hoyenga "in which
50 percent of female subjects, but only 15 percent of male subjects,
defined pleasure in achievement with such statements as 'I'm
happiest when I succeed at something that will also make other
people happy'" (p. 84).

Colwill also discussed Leavitt's work,

"People who gain enjoyment from the accomplishments of others often
prove to be strong managerial assets to any organization" (p. 85).
Hennig and Jardim (1977), as a result of their research, indicated
that women, especially, needed to l e a m to be dependent on sub
ordinates in order to be good managers.
Schein (1977), in her study of 300 middle line managers, found
that both females and males considered persistence to be one of 13
important characteristics of a qualified manager.

Eble (1978) re

counted the characteristics used by the American Council on Educa
tion to evaluate candidates for its administrative intern program.
The list of 30 characteristics included perseverance.

Lynch (1973),

from a study of female executives, quoted a respondent concerning a
talent necessary for executives:
gets done.

"Enough push to see that the job

I really light a firecracker under people" (p. 93).

These support Boles and Davenport's (1975) "perseverance" as a pos
sible personnel evaluation factor.
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Kanter (1977)

concluded from her research at Indsco, that

"People high in opportunity would tend to, . . . when dissatisfied,
.engage in active change-oriented forms of protest:

collective ac

tion, formal meetings, suggestions for change" (p. 247).

Garson

(1977) commented, "Options are really important, because they make
you independent.
you don’t like.

You don’t have to put up with a lot of stuff that
For me, that’s very, very important" (p. 115).

Finally, maintaining employment and interest in the job, as
suggested by Boles and Davenport (1975), might be important for
administrator selection and promotion.

Lynch (1973) discussed the

difficulty that arises for women from the following myths:
(a) "Women can’t do two jobs well— either home or career must
suffer" (p. 29), and (b) "young married women can’t take management
jobs because they will move with their executive husbands" (p. 30).
Though Lynch’s research indicated that the first myth was unfounded
and the second myth had some substance, both myths tend to keep
women out of management positions.

Kanter (1977) discussed her

findings at Indsco related to maintaining employment:

"Nearly half

of those responding (42 percent) indicated that they had considered
leaving Indsco within the last six months" (p. 63).

However, they

did not leave. Kanter found:
There is an expectation, furthermore, that people in
management form their careers largely around one organi
zation. This expectation not only built loyalty but it
also ensured that managerial personnel have a common
core of organizational experience that would establish
trustworthiness and translate into smooth and accurate
communication, (p. 65)
Hennig and Jardim (1977) found that the women in their study had
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remained with the same organizations for over 30 years.

However,

Hennig and Jardim concluded that:
This approach is less than typical of a highly motivated
success-oriented male manager. Such a man is on the
watch for every reasonable opportunity to get ahead and
he regularly moves up the executive ladder through com
pany changes, (p. 124)
Is employment stability important to administrator selection and
promotion in higher education?
Through the review of literature, the preferences discussed
above have been determined as being significant to the selection and
promotion of administrators.

Therefore, each of the items was in

cluded in the survey instrument in order to test the following
hypotheses :
Hypothesis 13:

Male ratings of the variable preferences differ

from female ratings of the variable preferences when related to
selection of higher education administrators.
Hypothesis 14:

Male ratings of the variable preferences differ

from female ratings of the variable preferences when related to pro
motion of higher education administrators.

Skills

Within this study, skills are defined as the elements of abil
ity to use knowledge.

What skills are essential for administrator

selection and promotion?
Skills that were suggested by Boles and Davenport (1975) as
possible personnel evaluation factors were:

accuracy, conversa

tional, general vocabulary, grammar; spelling, managing, organizing.
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persuasion,.and writing.

There is support in the literature for

these qualities.
Hennig and Jardim (1977) cited rate, effectiveness, quality,
and thoroughness of perfoinnance as major criteria for evaluation of
managers.

Fenn (1978) discussed the necessity of having complete

and accurate information for good decision making.

Williams (1977)

repeated a statement that she had heard : "If an executive makes
50 percent of her decisions correctly, she can be successful"
(p. 233).

Williams concluded that one should l e a m from mistakes,

and then forget them.
Being conversational is implied by several researchers as being
important to employee selection and promotion.

Colwill (1982),

based upon her research, discussed communication differences "re
lated to their social context and to the functions they serve":
"They reflect existing power differences"; "they define people's
roles"; "they maintain or even enhance power relationships"; and
"they change power relationships" (pp. 114-115).

Colwill suggested

two ways for low-status people to enhance their power:
1. By adopting high-status communication styles
that do not directly challenge the power of high-status

2. By refusing to be the willing recipients of
every power message that comes their way. (p. 132)
Kanter (1977)

found that groups of executives and of young managers

listed being a good communicator as essential to being a good man
ager.

Hennig and Jardim (1977), as well as Thompson (1982), indi

cated that having appropriate verbal communication skills was
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important.
Bird et al. (1981) suggested that those seeking management
positions increase their vocabularies and "leam to talk managementese" (p. 88).

Molloy (1981), based on interviews of, conversa

tions with, and observations of more than 10,000 American business
men and women, found that verbal patterns— articulatory deviations,
mispronunciations, vocabulary, rhythm— were important to people's
perceptions of others' positions and abilities.
Only 54.6% of the managers studied by Fernandez (1981) con
sidered themselves to be proficient in speaking skills.

Loring and

Wells (1972), as a result of their research, suggested that one
seeking a management position be capable of effective communications,
especially directly with people, but also in written and formal
presentations.

Crawford (1982) determined that acting as a spokes

person to appropriate legislative bodies was considered by higher ,
education administrators as desirable, but not essential for success.
Hennig and Jardim (1977) found that the 25 women subjects in
their study had developed specific management styles in their early
careers but had changed those styles as they were promoted.

Gordon

and Strober (1975) addressed the problem of some management styles
being considered appropriate for men but not for women and vice
versa.

They recommended that all managers evolve toward an androgy

nous style that incorporates the best of both the typically male and
the typically female qualities.

Colwill (1982) concurred.

Her re

search indicated that women were criticized for engaging in male
behaviors; men were criticized for female behaviors.

She recommended
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working on assimilating the best of both styles.
Organizing resources was considered by many as necessary for

effective administration.

Lynch (1973) found that the ability to

plan and organize was considered as a necessary talent for executive
women.

Kanter (1977),

in her research at Indsco, discovered that

organizational, managerial ability ranked second of 12 items in
order of factors considered in promotion decisions and fourth of 12
items in order of factors considered in salary increase decisions.
In Fernandez's (1981) study, 77.4% of the managers rated themselves
as proficient in organizing and planning.

Quinn et al. (1968) found

that 50% of the managers reporting in their study mentioned leader
ship abilities, including "can organize his work and/or work of sub
ordinates" (p. 14), as a criterion for judging a candidate for man
agement selection or promotion.

"Being able to organize staff mem

bers to perform at maximum levels of effectiveness" was determined
by Crawford (1982, p. 364) as being essential for success in higher
education administration.
Crawford also found that "possessing knowledge of a variety of
methods and nuances needed to communicate effectively with diverse
groups of people" (p. 362) was essential for administrator success.
Kanter's

(1977)

Indsco managers generated a list of 24 social and

interpersonal skills that they considered to be important for the
effective manager.

"Winning acceptance" and "being able to communi

cate" were more important than "knowing the business you're in."
"And the group agreed that no one without peer acceptance could get
ahead" (p. 58).

Colwill (1982) concluded from her research that men
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state and maintain power by their speech patterns, while women iden
tify themselves as relatively powerless, and give up opportunities
to obtain power through their lack of verbal communication.
Writing effectively was suggested as necessary to administra
tors by Crawford (1982), Fernandez (1981), and Quinn et al. (1968),
among others.

Crawford (1982) found that the higher education ad

ministrators included in her national survey scored "Possessing the
ability to speak, read, write, and express thoughts in a clear,
coherent manner" (p. 359) such that she ranked it third of 90 skills.
"Actively demonstrating proposal and grant writing abilities"
(p. 366), however, she ranked 90th.

Of Fernandez's managers, 60.5%

rated themselves as proficient in writing skills; 30.1% as average ;
and only 9.5% as marginal.

Quinn et al. (1968) found that 30% of the

managers studied mentioned communications, such as "writes clearly,"
as a criterion for judging an applicant's management potential.
Skill at creating power groups was considered by some research
ers as important to administrators' selection or promotion.

Kanter

(1977), as a result of her research at Indsco, suggested the follow
ing hypothesis:

"People 'high in opportunity' would tend to create

power and action-oriented informal groups" (p. 247).

Bartol (1973),

in her empirical study of work groups, found that "high leader need
for achievement seemed to be more predictive of the satisfaction of
followers in male led than in female led groups" (p. 121).

She also

found that "need for achievement may be an important factor in
choosing female leaders" (p. 122).
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"Having the ability to approach problems with a positive,
affirmative attitude and, where necessary, to bring ingenuity and
creativity to bear in working out effective solutions" was deter
mined by Crawford (1982, p. 359) to rank 11th of 90 skills necessary
for administrator success.

Schein (1977), in her study of 300 male

sidered analytical ability as an important managerial characteristic.
In the study of Quinn et al. (1968), one-fourth of the managers
interviewed mentioned "clearly defines problem," "goes to the root
of the problem" etc., as criteria for judging an applicant (p. 14).
Others such as Hennig and Jardim (1977) and Kanter (1977) discussed
the significance of skills for problem identification, analysis, and
solving.
Developing priorities, goals, objectives, and plans was sug
gested in several texts as a necessary skill for leaders.
(1982)

Crawford

researched the skill of "being capable of planning beyond the

requirements of the present job area and usually having contingent
plans available to meet unexpected situations" (p. 362).

The admin

istrators surveyed gave this a rating for which the calculated mean
w ^ 1.879 with "1 = Absolutely essential" and "2 = Essential" for
administrator success in higher education.

Loring and Wells (1972)

suggested that, in order to reach goals, being able to build a plan,
to implement the plan, and to interrelate the plan to the plans of
others was important for managers.

Fernandez (1981), Hennig and

Jardim (1977), Jewell (1977), and Kanter (1977), among others, dis
cussed the need for understanding the organization's priorities and
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goals, and for developing plans that contributed.
Of the 25 managerial women studied by Hennig and Jardim (1977),
most had been with their companies for 30 years.

The women's ex

planations of why they remained with their companies were uniform:
They said that they had decided very early that a
could move upward through the ranks of management
if she were more competent at her current job, at
job above her [sic] and at the job below her than
man available, (p. 125)

woman
only
the
any

The necessity for having competence at several job levels was also
discussed by Bird et al. (1981), Crawford (1982), and Lynch (1973)
as important to promotion in management.
Kanter found that having an overall performance record ranked
first of 12 factors in promotion criteria and first of 12 factors
in salary increase criteria at Indsco.

Bird et al. (1981) commented

on the need for performance stability, Hennig and Jardim (1977) on
the need for competence across the board.

Fernandez (1981) found

that 54% of all managers agree that "most male managers make female
managers feel that they got their jobs because of EEO targets and
not because of ability" (p. 88).
Kanter (1977)

also reported that "occasional spectacular sales

performance" ranked sixth of 12 factors considered in promotion and
second of 12 factors in salary increase with over 150 sales force
respondents at Indsco.

"A good record" and "past successes" were

mentioned by 37% of the managers as criteria for judging a manage
ment candidate in the research of Quinn et al. (1968).

Other

writers, such as Adams (1979) and Molloy (1981), implied that the
visibility from occasional, spectacular performance could be
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important to selection or promotion into management.
Josefowitz (1980) discussed the need for time management and
priority setting;
the task" (p. 76).

"The longer the time needed, the more important
Fenn (1978) discussed differences in male and

female time orientation:
female role preparation seems to have resulted in a
short, discrete time interval orientation for women.
. . . Goal-setting and long-range planning require ex
panded time frames. Long-range time frames, with over
lapping shorter objectives, is a must for the planning
and organizing functions of management, (p. 46)
Crawford (1982) reported that demonstrating knowledge of institu
tional resources, such as time and personnel, ranked fourth of 90
items in her survey of administrators.

Though time was repeatedly

discussed as a resource that administrators were expected to admin
ister, no research was located that specified the significance of
meeting deadlines; however, the implication found in the literature
was that being dependable in meeting deadlines was important.
The need for pleasing the population served was addressed in
three different items by Crawford (1982) in her study of higher
education administrators :
76. Demonstrating a commitment to business and in
dustry sectors through the training and academic prepara
tion of students for professional and technical fields.
77. Demonstrating an affinity toward developing
interpersonal relationships with local, state, and
national political figures and business representatives.
78. Establishing effective procedures to ensure
interaction of students in the formation of institutional
committees and other institutional representation.
(p. 365)
All three had mean ratings that fell between "essential" and
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"desirable, but not essential" for administrator success.

In in

dustry, Kantner (1977) calculated that positive "reports from cus
tomers" ranked ninth of 12 factors considered in promotion and 10th
of 12 factors in salary increase.
"Demonstrating research skills" was ranked 85th of 90 skills
investigated in Crawford’s (1982) study.

The mean rating indicated

that this skill was perceived as being between "essential" and
"desirable, but not essential."

Eble (1978) cited 30 characteris

tics and skills used by the American Council on Education in eval
uating candidates for the Administrative Internship Program;
scholarship was included as a needed skill.
Eble (1978) said, "Administrators should welcome the press, any
press, including the college newspaper" (p. 52).

Crawford (1982)

found that publishing, consulting, speech making, or teaching re
ceived a rating for which the calculated mean fell between "essential"
and "desirable, but not essential" for success in administration.
Given the "publish or perish" attitude in some colleges and univer
sities, and the research that shows that administrators are selected
from faculty ranks (Crawford, 1982; Eble, 1978), publication appears
important to success in administration.
Molloy (1981) said, "We found that executives read between the
lines— not the lines on paper but the lines on people’s faces.
pick up very subtle messages" (p. 144).

They

Crawford (1982) found that

"Being able to think well on one’s feet when faced with unexpected
or disturbing events in large group meetings" (p. 359) was ranked
seventh of 90 skills investigated as important for success in
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administration of higher education.
Hennig and Jardim (1977) discovered that women had difficultydelegating tasks and responsibilities.

Ranter's (1977) executives

listed "uses the organization through trust and delegation" (p. 61)
as a skill that would make a person "officer material."

Quinn et al.

(1968) found that 50% of the managers interviewed in their studies
mentioned "able to get things done with or through people," "can
delegate work," etc. as criteria for judging management candidates.
The ability to delegate appeared to be important for administrator
selection and promotion.
"Developing and executing a sound, program of staff development"
received a rating for which the calculated mean was 2.228 with "2 =
Essential" and "3 = Desirable, but not essential" in Crawford's (1982)
study.

Fernandez (1981) found that "female bosses are consistently

rated higher than male bosses are in the important areas of [sub
ordinates'] career development and performance evaluation" (p. 167):
74 percent of male managers with female bosses [super
ordinates] versus 59 percent of male managers with male
bosses [superordinates] report that, at least to some
extent, their bosses [superordinates] remain open to the
managers' interests in career development, (p. 168)
Possessing formal credentials was mentioned by 44% of managers
as a criterion for judging a management candidate in the study of
Quinn et al. (1968).

"Being recognized as a scholar in one's field"

was given a rating for which the calculated mean was between "essen
tial" and "desirable, but not essential" by Crawford's (1982) national
research sample of higher education administrators.

Bird et al.

(1981) and Josefowitz (1980) gave advice on the formal credentials
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needed for different kinds of jobs.
The last 15 items have been added to the Boles and Davenport
(1975) possible personnel evaluation characteristics because of the
empirical and nonempirical studies.

All of the items of the vari- .

able skills were studied in regard to the following hypotheses:
Hypothesis 15:

Male ratings of the variable skills differ from

female ratings of the variable skills when related to selection of
higher education administrators.
Hypothesis 16:

Male ratings of the variable skills differ from

female ratings of the variable skills when related to promotion of
higher education administrators.

Social Factors

Social factors are defined for the purposes of this study as
group credentials.

What social factors are significant for selec

tion and promotion of administrators?
Though Boles and Davenport (1975) did not include social fac
tors in their suggested personnel evaluation factors, the research
of Quinn et al. (1968) indicated that social credentials and other
"nonability criteria" were important for "judging a man for hiring
or promotion" (p. 19).

The researchers explained nonability cri-

While irrelevance to job performance is the single most
important defining characteristic of a nonability promo
tional factor, many of these factors have certain other
common characteristics as well; the factors are often
conferred by an individual's social background ; they are
frequently publicly acceptable bases for forming off-thejob social relationships; and they usually cannot be

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

modified either by vocational training or job-related ex
perience. (p. 4)
That research team from the University of Michigan's Survey Center
interviewed 139 managers who were responsible for decisions to hire
or promote men [sic] into managerial positions in their companies of
5,000 or more employees.

Because of their research, the following

social factors were considered within this study:

having the right

social background; living in a good section of town; belonging to
the right club or lodge; being white; being male; being b o m in the
United States; having an appropriate spouse; graduating from a highprestige college; being physically attractive, clean-cut in appear
ance; having social connections:

kinship, affectional; fulfilling

traditional roles ; being the right age; having a religious affilia
tion; having acceptable marital status; having a stable personal
life; being emotionally and psychologically stable; maintaining a
good credit rating; and participating in community affairs.
Table 3 displays the research findings of Quinn et al. (1968,
p. 19).
Having social connections, having a stable personal life, being
emotionally and psychologically stable, and maintaining a good
credit rating were other social factors that were mentioned by 9% or
more of the participating managers in the research of Quinn et al.
(1968, p. 16).
To the criteria suggested by the research of Quinn et al.
(1968) have been added the following social factors :

sharing of

similar experiences, showing an upward orientation, being male,
being female, and being a minority.
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Nonability Criteria Ascertained by
Quinn, Tabor, and Gordon (1968)

Contribution to
the factor;
.00 to 1.00
with 1.00 high

Factor

Proportion of
managers who used
this factor in
personnel
decisions

Social credentials
Has the right social background

.74

71%

Belongs to the right club or lodge

,74

24%

Lives in a good section of town

.64

57%

Is white

.48

42%

.46

52%

.41

18%

Is a graduate of a high-prestige

Was b o m in the U.S.A.

Image of solid respectability
Regularly attends a house of
worship

.73

Is active in community affairs

.71

88%

Is approximately 45 years of age

.69

37%

Is married

.55

45%

51%

Superficial presentability
Has a good clean-cut appearance

.64

98%

Note. The data in Table 3 were adapted from Quinn et al., 1968.
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Kanter (1977)

found at Indsco that, until the late 1960s,

upper management consisted of relatives of the founders.

During

the early 1970s, however, there was a move "toward more objective
criteria for [selecting people for] high-level corporate positions"
(p. 54).

Nonetheless, social homogeneity was desired for it was

"easier to talk to those of one's kind who had shared experiences—
more certain, more accurate, more predictable" (p. 58).

Fernandez

(1981) stated in the section of his text titled "Heterogeneous
Corporations" that "the coming together of these people [minorities,
women, white men] of diverse backgrounds, in some cases for the
first time and in others for the first time in the corporate setting,
has created great tension for everyone" (p. 7).

Sharing similarity

of experiences appears from the preceding works to be an important
social factor related to selection and promotion.
Showing an upward orientation was discussed by Bird et al.
(1981), Hennig and Jardim (1977), and Kanter (1977).

Bird et al.

(1981) suggested looking and acting like top management.

Hennig and

Jardim indicated that one must identify key people and get to know
them in order to progress.

Kanter hypothesized that "people high

in opportunity would tend to. . . have a vertical orientation,
compare themselves upward; be more attracted to high power people,
seek validation from them, identify with them" (p. 247).
Quinn et al. (1968) completed their research on "criteria for
judging a man [emphasis added] for hiring or promotion" (p. 19).
Since less than 1% of top executive positions and only 6% of all
middle management positions were filled by women in 1980
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(Josefowitz, 1980), being male appears to be significant to selec
tion and promotion in management.

However, with protective legisla

tion (Title VII, Equal Employment Opportunity Act, Equal Pay Act,
etc.) being female, or being a minority could be important to man
agement position attainment.
middle-level manager:
of value.
ifications.

Fernandez (1981) quoted a white

"Hard work, ability, and merit are no longer

The minorities and women are promoted regardless of qual
White males, especially older ones, have no opportuni

ties for advancement" (p. 3).

In Fernandez’s research, he found

that approximately 84% of white managers at all levels agreed that
"affirmative action lowers hiring and promotion standards" (p. 14),
yet 94.4% considered themselves "proficient" in "acceptance of other
races in the workplace," and 92.3% considered themselves "proficient"
in "acceptance of the opposite sex in the workplace" (p. 240).

Is

being male, being female, or being a minority important to adminis
trator selection and promotion?
The research of Quinn et al. (1968) and the literature as cited
supports the addition of the cited items of the variable social fac
tors in order to test the following hypotheses :
Hypothesis 17:

Male ratings of social factor items will differ

from female ratings of social factor items when related to selection
of higher education administrators.
Hypothesis 18:

Male ratings of social factor items will differ

from female ratings of social factor items when related to promotion
of higher education administrators.
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For the purpose of this study wants are defined as perceived
deficiencies in meeting needs.

What wants are important for selec

tion and promotion?
Boles and Davenport (1975) suggested the following as wants:
(a) authority, (b) money, (c) perfection, (d) competition, (e) ex
cellence, (f) information, learning, (g) power, (h) security, (i)
service to others, and (j) status.

Additional items that were added

because of the supporting literature were:

(a) visibility, (b)

growth, and (c) encouragement.
Miner (1977), in a study of male and female department store
managers, found that the desires of male managers differed from the
desires of female managers in areas that he considered important to
promotion and to successful management appraisal ratings (see
Table A).
Is money a desire that motivates people in management?

Loring

and Wells (1972) considered "hard cash" to be a consideration of
employers placing women in management positions.

Their opinion was

that women could be hired into management for less pay than men,
even if it was illegal.

Colwill (1982) discussed the surveys of

Crowley, Levitin, and Quinn related to the following stereotypes:
1. Men work to support their families, whereas
women work merely for pin money.
2. Men are intrinisically motivated by their work,
but women would not work if they could afford not to.
(p. 25)
Of the American women studied, 81% were economically independent.
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îfotivation to Manage as Ascertained
by Miner (1977)

managers

managers

High motivation

46%

64%

Low motivation

54%

36%

High motivation

58%

43%

Low motivation

42%

57%

High motivation

42%

43%

Low motivation

58%

57%

High motivation

54%

46%

Low motivation

46%

54%

Favorable attitude toward authority

Desire to compete

Desire to exercise power

Desire for a distinctive position
[status]

Note. The data in Table 4 were compiled from Miner, 1977.

were sole wage earners, or earned the bulk of the family income.
Crowley et al. (cited by Colwill, 1982) also found "that women were
as likely as men to desire promotions when the possibility was
realistic" (p. 26).

Money was usually discussed in the literature

in conjunction with other wants, such as "money and prestige"
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(Colwill, 1982, p. 88).
initial reward sought.

Fenn (1978) stated, "Money is often the
Though not only compensation in its own

right, money is often an indication of other kinds of rewards"
(p. 168).

Kanter (1977) quoted a salary administrator from Indsco:

"Money is not a motivator, anyway.

It's just a way for the company

to cut its losses by ensuring that people do their job at all.
reward we really control is the ability to promote" (p. 129).

The
How

ever, "184 out of 205 respondents on [Indsco's] sales survey said
they would like such a system [incentive payments] because it would
reward people more appropriately and improve motivation" (p. 129).
Having wants such as excellence and perfection were suggested
by Boles and Davenport (1975) as possible personnel evaluation fac
tors.

Hennig and Jardim (1977) found, in their research on manage

rial women, that during the first 10 years at work the 25 women
studied adopted an explicit strategy for moving upward:

"it lay in

knowing the company . . . and above all in excelling at their job
levels" (p. 125).

Fernandez (1981) found that management women and

minorities perceived that it was necessary to excel to be promoted.
Fernandez quoted an upper middle management Black:

"I cannot afford

to be average or to meet the minimum requirements for a position.
It's almost imperative that I am from the right school with a little
higher degree and be blessed with the favoritism of my boss" (p. 62).
Adams (1979), from her study of 60 successful women, quoted one re
spondent, "Perfectionism can work as a style, an unwillingness to
settle for something that isn't perfect.

That comes with power, and

it's terribly important— doing it all and never easing up" (p. 27).
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Schein (1977) found that male and female employers in her sur
vey considered being well informed as a necessary characteristic of
a qualified manager.

Williams (1977) offered advice to those who

want to become executives based upon her interviews with executive
women:
1.

Read what you type.

2.

Read your boss's mail.

3.

Ask questions.

Observe.

Absorb.

4. Learn all you can about your products and your
industry, (pp. 208-210)
Kreps (1977) suggested that one interested in management could
"speed the transition toward the work goals you have set for your
self" (p. 47) by reading voraciously, by applying the materials to
the business world, and by talking about the information.

She fur

ther recommended attending meetings, traveling for the company, and
getting to know people.
The need for security is addressed in various fashions within
the literature on management.

Colwill (1982) discussed the need for

affiliation with others; Fenn (1978) talked about salaries, stock
options, and financial assets; Fernandez (1981) concluded from his
research that Asian men are likely to leave their management jobs
without job security; and Josefowitz (1980) discussed the need for
risk taking which precluded security, especially for women.

From

four separate studies including nearly 4,400 executives, Herrick
(1977) reported that the need for security was high, with the need
for security being significantly higher for female executives.
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Service to others has long been a need of academics, according
to Eble (1978).
service:

He said the academic person "accepts the idea of

to the institution, to the discipline, to students, to the

public, to knowledge and learning, to human reason" (p. 113).

He

concluded that the "leaders who truly serve will neither abuse the
exercising of authority nor avoid it" (p. 116), in a chapter titled
"Serving and Leading."
Visibility as a need was addressed by Bird et al. (1981);
Gackenbach, Burke, and Averbach (1977); Gordon and Strober (1975);
Kanter (1977); and Williams (1977).

The consensus of these writers

was that visibility is required in order to be successful in manage
ment.

Kanter (1977)

said:

"High promotion rates from certain

positions often come about not because career paths automatically
flowed from that position but because the job provided a person with
exposure, visibility, and connections" (p. 132).

Josefowitz (1981),

however, stressed the risk of high visibility : scrutiny.
tion was:

Her ques

Is the visibility worth the scrutiny?

Concerning the need for growth, Fenn (1978) said:
sional goals reqtiire continual intellectual growth.

"Profes

Because educa

tion may be formal or informal, frequent exposures to new ideas and
to new people result in personal as well as intellectual growth"
(p. 170).

Kanter (1977)

said about Indsco, "Autonomy and independ

ence, growth and a sense of challenge, the chance to l e a m — all were
earned through increasing hierarchical position . . . career move
ment also hooked whatever human desire there is for a sense of pro
gress" (p. 131).

She further hypothesized that "People high in
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opportunity would tend to . . . be concerned with the job as an
instrument for mobility and growth, and hence with intrinsic aspects
such as its potential for learning" (p. 247).
The need for encouragement could be important to those seeking
administration positions.

Fernandez (1981) found that 67% of the

managers he studied perceived that their bosses were giving the
"support and help with a job when needed" (p. 161).

He also found

that 68.8% of the 3,626 managers studied rated "Help from someone
particularly interested in your career" as being an advantage to
managers' achievement of their desired positions (p. 115).

The

literature on mentoring and networking also addresses the need for
encouragement.

Welch (1980) described some purposes of networking:

For inside information. For advice and ideas. For leads
and referrals. For moral support when the going gets
tough. Or just for someone to talk to in confidence,
someone who understands what you're talking about without
the need for a lot of background explanation, (pp. 3-4)
The items discussed, from authority to encouragement, were in
cluded as variables in the wants category in order to test the fol
lowing hypotheses:
Hypothesis 19:

Male ratings of wants differ from female rat

ings of wants when related to selection of higher education adminis-

Hypothesis 20:

Male ratings of wants differ from female rat

ings of wants when related to promotion of higher education adminis-

The following possible personnel evaluation factors suggested
by Boles and Davenport (1975) were not included for study because of
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a lack of support within the reviewed literature:

(a) Knowledge:

Learning theory, and Technological; specific, job related; and (b)
Personality:

Voice control.

Table 5 indicates whether empirical or nonempirical support
was found in the review of the literature for each of the 149 items.

Table 5
Variables and Items With Empirical
and Nonempirical Supports

Variable and item

A.

Empirical

Nonempirical

APTITUDES
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.

Enduring stress
Tolerating ambiguity
Working with superiors
Working with peers
Working with subordinates
Working with things
Working with ideas
Creating
Possessing intelligence
Having scholarship in a
discipline
Making decisions
Recognizing opportunities
Creating favorable impres-

X
X
X
X
X
X
X
X
X
X
X
X
X

14.
15.
16.
B.

Having a mind for detail
Facilitating and coordinat
ing resources
Resolving conflicts

X
X
X

ATTITUDES
1.
2.
3.

Getting along with others
Being loyal; identifying
with group
Having professional ideas.

X
X
X

4.

Being self-reliant : makes
decisions

X
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Table 5— Continued

Variable and item

Empirical

Nonempirical

B . ATTITUDES— continued
5. Showing spirit of coopera6. Being willing to take risks
7. Being willing to work long
and hard
8. Accepting of authority
9. Conforming to prescribed
behavior, hierarchical
expectations
10. Demonstrating commitment to
the organization
11. Being discreet
12. Being lucky
13. Understanding organiza
tion's values
14. Inviting mutual trust, sup
port, and warmth
15. Being willing to make sug
gestions
16. Having high aspirations
17. Avoiding stereotyping
18. Being willing to accept
criticism
19. Being fair
20. Being positive
C.

X
X
X

X
X
X
X
X
X
X
X
X
X
X
X

CAPACITY FOR WORK
1.
2.
3.
4.
5.

Being alert
,
Having energy, vigor, drive
Being healthy
Being industrious
Being free to worknecessary

X
X
X
X

6. Being financiallyable
to
work at salary offered
7. Being mobile
D.

X
X

KNOWLEDGE
1. Knowing the historical and
philosophical precepts of
higher education

X
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Table 5— Continued

Variable and item

Empirical

Nonempirical

D . KNOWLEDGE— continued
2. Knowing academic programs
and functions
3. Knowing academic personnel
administration process
4. Knowing planning process
5. Knowing financial management
process
6. Knowing legal processes,
rights, responsibilities
7. Knowing organizational
theory and practices
8. Knowing leadership and
change theory
9. Knowing legislative and
governmental relations
and processes
10. Knowing development pro11. Knowing interpersonal rela
tions theory
12. Knowing student personnel
processes
13. Knowing communication pro
cesses
14. Knowing empathetic processes
15. Knowing job search proce-

E.

X
X
X
X
X
X
X

X

X
X
X
X

PERSONALITY
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Having breadth of interests
Being dependable
Showing initiative
Having appropriate profes
sional manner
Being open-minded
Having poise and maturity
Being prompt
Maintaining rational emo
tional balance
Being resourceful
Having self-discipline

X
X
X

X
X
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Table 5— Continued

Variable and item

Empirical

Nonempirical

E . PERSONALITY— continued
11. Possessing a realistic selfimage; self-esteem
Having a sense of humor
Being tactful
Being flexible,adaptable
Being predictable
Being serious
Being firm
Being human; showing empathy
Being aggressive
Being direct, factual
Being business and task
oriented

12.
13.
14.
15.
16.
17.
18.
19.
20.
21.

F.

X
X
X
X
X
X
X
X
X
X
X

POLITICAL FACTORS
1. Selecting the right career
path
2. Having an "in" with manage3.
Knowing the informal system
4. Being a fast-track person
5. Fostering allies and
mentors
6.
Understanding public rela
tions
7.
Having seniority

G.

X

X
X
X
X
X

PREFERENCES
1.
2.
3.
4.

5.

Developing activities re
lated to career
Demonstrating dependenceindependence
Possessing perseverance
Engaging in change-oriented
activities when dissatis
fied
Maintaining job interests
and employment

X
X
X

X
X
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Table 5— Continued

Variable and item

H.

Empirical

Nonempirical

SKILLS
1.
2.
3.
4.
5.
6.

Being accurate
Being conversational
Having an appropriate
vocabulary
Making speeches and
presentations
Developing own management
style
Organizing people, places.

12.

Being persuasive
Writing effectively
Creating power groups
Demonstrating ability at
problem identification.
analysis, solving
Developing priorities.
goals, objectives, plans
Being competent at job

13.

Being competent at job

7.
8.
9.
10.

11.

X
X
X
X
X
X
X
X
X

X
X
X
X

14.
15.
16.
17.

Demonstrating an overall
performance record
Showing occasional spec
tacular performance
Meeting deadlines
Pleasing the population

X
X
X
X

18.
19.
20.
21.
22.
23.

Demonstrating research
skills
Publishing
Being able to think well
"on one’s feet"
Delegating tasks and respon
sibilities
Developing staff
Possessing formal creden-

X
X
X
X
X
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Table 5— Continued

Variable and item

Empirical

Nonempirical

SOCIAL FACTORS
1.
2.
3.
4.

Sharing similarity of expe
riences
Showing an upward orientafiaving the right social
background
Living in a good section of

X

Belonging to the right club
or lodge
Being white
Being male
Being female
Being a minority
Being b o m in the United

X
X
X
X
X

X
5.
6.
7.
8.
9.
10.
11.
12.

16.
17.

Having an appropriate spouse
Graduating from a highprestige college
Being physically attractive.
clean-cut in appearance
Having social connections :
kinship, affactional
Fulfilling traditional
roles
Being the right age
Having a religious affilia-

18.

Having acceptable marital

19.

Having a stable personal
life
Being emotionally and
psychologically stable
Maintaining a good credit
rating
Participating in community
affairs

13.
14.
15.

X
X
X
X
X
X
X
X
X

20.
21.
22.

X
X
X
X

WANTS
1.
2.

Authority

X
X
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Table 5— Continued

Variable and item

Empirical

Nonempirical

J . WANTS— continued
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.

Excellence
Competition
Perfection
Information

X
X
X
X
X
X

Security
Service to others
Status
Visibility
Growth
Encouragement

X
X
X
X
X

Summary

Chapter II includes a review of the literature related to tem
peramental, role-related, and social structural writings of women's
job-related abilities; selection and promotion criteria used for
administrators ; and the variables aptitudes, attitudes, capacity for
work, knowledge, personality, political factors, preferences, skills,
social factors, and wants perceived as significant for selection
and/or promotion of administrators.
Chapter III contains a description of the design and methodology
of the study.
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CHAPTER III

DESIGN AND METHODOLOGY

The purpose of this study was to examine the relationship be
tween the gender of administrators at Western Michigan University
and the administrators' perceptions in the areas of:

(a) factors

perceived to be important to employee selection and (b) factors per
ceived to be important for promotion.
The data were gathered from a selected group of men and women
administrators by the use of the Personnel Evaluation Questionnaire
(PEQ). The data were collected, reported, and analyzed as they re
late to the following questions:
1.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship to
selection of higher education administrators?
2.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship to
promotion of higher education administrators?
The population and sample, the instrumentation, the data col
lection method, and the methods of data analysis used are described
in this chapter.
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The Population and Sample

The population was a selected portion of those executive and
professional/administrative non-bargaining-unit employees at Western
Michigan University whose positions were included in the University
Classification and Compensation Study Evaluation Results (UCCS,
1982).

The UCCS stated that the study includes "All University jobs

except those in the AAUP and AFSCME bargaining units. Chairpersons,
and Deans" (UCCS Report— No. 1, 1981, p. 2).

The positions classi

fied in the University Classification and Compensation Study Evalua
tion Results consisted of 1,242 total positions, of which 1,098 were
listed as filled and 144 as vacant.
In order to obtain the most complete information concerning sex
of respondent and perceived criteria for selection and promotion of
higher education administrators, the following were considered:
1.

A simple random sample was unacceptable because of the dif

ferences in numbers of men and women in the population, so equal
numbers were used to get the best comparison between gender groups;
therefore, the population was not representatively sampled.
2.

The level of position may influence an administrator's per

ceptions; thus, position was used as a blocking variable to control
for:

(a) experience, (b) ability, and (c) responsibility level, all

generally associated with position level.
3.

A full range of positions was desirable in order to enhance

the generalizability of the findings.

A restriction in range of

positions limited the generalizability of the study.
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These three considerations led to a research design that would
elicit clearer responses to the exact questions being asked in this

The University Classification and Compensation Study

The University Classification and Compensation Study Evaluation
Results were used for two reasons:

(1) a definite list of adminis

trators was readily available, and (2) position values were listed
for all administrators, so men and women in positions of comparable
value could be selected for study.
Because of the need to study men and women in comparable posi
tions, the rationale for and principles of the ÜCCS are significant.
To ensure compliance with federal and state Equal Employment Oppor
tunity (EEC) and Affirmative Action regulations, the university must
use a validated, systematic procedure for determining how employees
are paid in relation to one another.

The compensation system must

be based upon objective, current, job content data and be free of
race, sex, and other protected status biases (ÜCCS, 1982, p. 1).
Background description of the UCCS includes:
The Philadelphia-based firm of Hay Associates was con
tracted to provide consulting services during the Ü.C.C.S.
The Hay Guide Chart-Profile Method which was used for the
study was developed and refined over a twenty-year period,
and "is in use worldwide by over 2,000 educational, gov
ernmental, and industrial clients." (UCCS, 1982, p. 1)
Van Horn (1972) explained two principles that are fundamental
to the Hay Guide Chart-Profile Method:
1.
A thorough understanding of the content of the
job to be measured.
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2.
The direct comparison of one job with another
job to determine relative value, (p. 2-86)
Van Horn (1972) continued:
Since it is difficult to compare and measure one whole
job against another whole job, the comparison is made
between aspects of job content which are present, though
in varying degrees, in all jobs. These aspects which
make up total job content are know-how, problem solving,
and accountability. The sum of the measurements for
know-how, problem solving, and accountability represents
the value of the whole job. The three job elements are
defined as follows:
1. Know-how is the sum total of all knowledge and
skills, however acquired, which are needed for satis
factory job performance.
2. Problem solving is the amount of original, selfstarting thinking required by the job for analyzing,
evaluating, creating, reasoning, and arriving at con
clusions .
3. Accountability is the answerability for actions
and for the consequences of those actions, (pp. 2-8^ 2-87)
Since the participants were evaluated by trained staff on "know
how points," "problem solving points," and "accountability points"
(infrequently "working conditions" were assigned points also), then
ranked in descending total point order, the university study report
lent

itself to an examination of positions of leadership and of

people within those positions.

Since duties of the positions were

documented without regard to those persons occupying the positions,
many variables, such as sex, personality characteristics, and
tokenism (placement based on sex, race, etc.)— along with specifics
of education, training, and experience— were eliminated from the
performance evaluation, so positions with comparable scores were
matched and data were obtained from men and women in similar power
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positions, thereby allowing one to examine the significance of sex
of respondent.
People filling the executive level and professional/administra
tive level positions were surveyed in this study.

The execu

tive and professional/administrative levels were specified in the
UCCS as follows :
1.

Executive:

2.

Professional/Administrative:

Total point value above 724.
Total point value between 190

and 724.
There were 619 executive and professional/administrative posi
tions within the two categories.

The 623 positions rated below 190

points were designated by UCCS as clerical/technical (support) posi
tions.

Such positions were not studied, since this study involved

perceptions of people in administrative positions.

Procedures for Sampling the Population

The sampling of men and women for this study was controlled by
employing the following criteria in the selection stage:
1.

The administrator's position must have been listed in the

University Classification and Compensation Study Evaluation Results
(1982).
2.

The administrator's position must have had a value above 189

points on the UCCS (since positions rated below 190 points were
designated as clerical/technical by the UCCS).
3.

One male and one female were randomly selected from each

of the 25 levels.
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The population of 619 administrators whose positions rated 190
or more points were considered as one list.

The list was divided

into 25 blocks; thus, each block contained an average of 24.76 posi
tions, but in reality, six blocks represented 24 positions each, and
19 blocks had 25 positions each.

One male and one female were

selected from each of the 25 blocks.
The total sample was therefore 50 administrators:
25 men.

25 women and

These measures insured a more representative sample within

each group than would have a simple random sample, since there was
complete representation of the full range of positions in both male
and female groups.

Although the 25 men and 25 women did not repre

sent all administrators, because there were fewer women than men in
Western Michigan University's administration, each group represented
the full range of administrative responsibilities.

Ins trumentation

A data-gathering device, which was developed by the researcher,
was used in this study.

The instrument, titled "Personnel Evalua

tion Questionnaire," was submitted to 50 administrators at Western
Michigan University.
A questionnaire, as opposed to the interviewing technique, was
used for data collection for several reasons:
1.

The amount of questioning necessary would have caused an

interview to be excessively long.
2.

The written questionnaire allowed the participant time to

think before responding to each item.
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3.

Possible gender biases created by the presence of a female

interviewer might have produced inaccurate information.

Overview of Variables Measured

The subjects were asked to consider variables that they perceived
to be significant in selection and promotion of administrators.

The

instrument consisted of 142 items that had been compiled from the re
view of the literature discussed in Chapter II, and had been refined
by field testing with administrators.

The items were grouped into 10

variables, adapted from Boles and Davenport (1975), as shown in Table 6.

Table 6
Variables and Numbers of Items

Variable

Number of items

1.

Aptitudes.

15

2.

Attitudes

20

3.

Capacity for work

4.

Knowledge

15

5.

Personality

21

6.

Political factors

7

7.

Preferences

5

8.

Skills

23

9.

Social factors

16

10.

7

Wants

13

Total

142
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Based on their experiences with the selection and promotion
processes in higher education, the administrators were asked to re
spond to the questionnaire using this scale:

5 = absolutely essen

tial; 4 = essential; 3 = important; 2 = desirable, but not essential;
and 1 = not essential.
Each respondent was asked to make two responses.

The first

designated the perceived importance of the item for selection for an
administration position.

The second response indicated the value of

the item for promotion to an administration position.

Thus, there

was a total of 284 items (142 x 2— selection and promotion), included
within the 20 variables (10 x 2— selection and promotion) shown in
Table 7.
A final section of the instrument was used to collect respondentcharacteristics data:

sex, age, degrees earned, and total number of

years in administration.

Other than sex, which was the independent

■ variable, the resulting information is presented as general back
ground of the subjects of the study.

Drafting of the Instrument

The process for drafting the instrument is given below:
1.

As each book, journal, monogram, or paper contained an item

that was deemed by its author as significant to selection or promo
tion to administration, the item was noted.
2.

After an extensive review was completed, each item was

cross referenced.

Those 149 items that appeared frequently or

that had been researched and found significant to selection
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Table 7
Variables

Selection variable

Promotion variable

1.

Selection aptitudes

2.

Selection attitudes

11,. Promotion aptitudes
12.. Promotion attitudes

3.

Selection capacity
for work

13.. Promotion capacity
for work

4.

Selection knowledge

14.. Promotion knowledge

5.

Selection personality

15.. Promotion personality

6.

Selection political

16.. Promotion political

7.

Selection preferences

17.. Promotion preferences

8.

Selection skills

18.. Promotion skills

9.

Selection social

19.

Promotion social

Selection wants

20.

Promotion wants

10.

or promotion (Crawford, 1982; Kanter,

1977; Quinn et al., 1968;

etc.) were included on the instrument.
3.

A Summated Rating Scale (Isaac, 1971) was used for rating

the variables, instead of the individual items, to give better re
liability.

The scale contained five categories:

"absolutely essen

tial," "essential," "important," "desirable, but not essential," and
"not essential."

No "undecided" category was used in order to force

choices.
Before field testing the instrument, the questionnaire was in
formally evaluated by peers, graduate students, and professors.
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Items that were unclear were reconstructed; items that were repeti
tious were eliminated.

The instrument format was revised with

directions made more concise and precise, the instrument was photo
graphically reduced, then it was copied onto a three-fold sheet with
each page of the pamphlet measuring

5h

inches by 8 inches. These

precautions were taken to reduce the negative impact of the ques
tionnaire’s length.

Field Testing the Instrument

The questionnaire was administered to 65 graduate students in
six educational leadership classes at Western.Michigan University.
Of the 65 students, 34 had experience in administration-supervision,
ranging from 6 months to 20 years.

Two of the 34 responses could

not be used because of incomplete data.

All 65 questionnaires were

considered for response time, clarity, and comments on the instru
ment.

The 32 usable responses were studied for instrument reliabil

ity and validity.

Feedback on Content

Respondents completed the questionnaire in times ranging from

18 minutes to 48 minutes, with most respondents finishing in 25 to
35 minutes.

Only four people commented on the length of the ques

tionnaire— one of whom was the person who finished in 18 minutes,

and another the one with the slowest time of 48 minutes!

Length of

the instrument and response time were, therefore, not considered to
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be a problem.
Six of the 65 respondents indicated that the instrument's
directions were unclear as to the point of view.

A sample response

was incorporated into the instrument in order to clarify the point
of view that the respondent was to take in responding to the ques
tionnaire:
SAMPLE ITEM
Selection
A.

APTITUDES
1.

1 2 3 4 5

Enduring stress__________________ I

I

I

I

1 ^

Promotion
1 2 3 4 5
lx| I

I

\~\

John Jones's experiences have indicated that an aptitude
for enduring stress was "Absolutely essential" for his SELEC
TION in education administration. Jones's experiences have
also shown that an aptitude for enduring stress is "Not essen
tial" for PROMOTION in educational administration.

Feedback on Format

Finally, based on the 65 responses, the response blocks were
changed on the final instrrment.

Whereas in the pilot instrument

the sections for "Selection" responses and the sections for "Promo
tion" responses were divided by a double line, the blocks of the
revised instrument were separated by four spaces, thereby making each
response block distinct (see Appendix B).

Reliability

Reliability refers to the consistency and stability of a test
(Isaac, 1971).

The goal of this researcher was to test the reli

ability of the variables within the pilot instrument for consistency
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and nonerror variance.

Statistical tests on the 32 pilot question

naires were completed through computer assistance.
Using the Statistical Package for the Social Sciences (SPSS)
Reliability program, reliability of the following were examined:
1.

Reliability of the 10 selection variables.

2.

Reliability of the 10 promotion variables.

Variable and Scale Reliability

Reliability can be indexed by a correlation coefficient.

A

perfect correlation is 1.0, with 0 indicating absolutely no rela
tionship .
Stanley and Hopkins (1972) indicated that an instrument could
be considered as reliable with an alpha coefficient of at least .60.
The alpha coefficient for the selection variables ranged from .78
to .94, while those for the promotion variables ranged from .77 to
.94, as shown in Table 8.

Each of the 20 variables was thus con

sidered as reliable, verifying internal consistency.

Item Analysis

A standard index for item discrimination is a correlation co
efficient of each respondent’s score on an item to the person’s
score on the variable.

Since the instrument being used contains

selection variables and promotion variables, each respondent’s re
sponse to each item was correlated with that person’s response on
both the selection and promotion variables.
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Alpha Coefficients of Reliability for the Selection
and Promotion Variables Rated on the
Field Test Instrument

Selection variable

Promotion variable

Aptitudes

.86

Aptitudes

.87

Attitudes

.91

Attitudes

.90

Capacity for work

.82

Capacity for work

.84

Knowledge

.93

Knowledge

.93

Personality

.94

Personality

.94

Political factors

.78

Political factors

.77

Preferences

.82

Preferences

.80

Skills

.92

Skills

.92

Social factors

.90

Social factors

.91

wants

.88

wants

.90

As shown above, all selection and promotion items on this ques
tionnaire are related, but for any item to be considered "good";
1.

Item performance on both scales should be comparable.

2.

No negative correlation should be found.

Since each item

was rated as both a selection and a promotion variable, if there
were a negative relationship on one variable, the other variable
should not be close to 0.
3.

Individuals should respond to each item.

Since the same items were rated for selection as for promotion,
the following method was used to discriminate item adequacy :
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1.

Any item with negative item-total variable correlation on

either the selection variable or promotion variable, and between 0
and .1 correlation on the other variable, was discarded.

The .1

figure was used to discriminate because of its indication of practi
cally no relationship of the item to the variable.
2.

Any item with negative item-total variable correlation on

both the selection and promotion scales was not retained for further

Items that were not studied because of negative correlation
coefficients discovered during the analysis of the field test re
sults were:

(a) working with things, (b) having the right social

background, (c) being white, and (d) being male.

Items that were

not studied because of a negative correlation coefficient on one
variable and between 0 and .1 on the other variable were:

(a) liv

ing in a good section of town, (b) belonging to the right club or
lodge, and (c) having social connections; kinship, affectional.
Finally, those items for which responses were lacking on two or
more questionnaires were modified, even though the collected
responses indicated consistency with the other selection and promo
tion variables.

The following list indicates such field-test instru

ment items, each followed by the item's revised wording:
1.

Knowing development processes— Knowing university develop

ment office processes.
2.

Being a fast-track person— Being considered as officer

material.
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3.

Developing activities related to career— Participating in

career-related activities.
4.

Demonstrating dependence or independence— Demonstrating

dependence in some situations; independence in others.
5.

Maintaining job interests and employment— Maintaining

employment and interest in job.
6.

Being competent at job above— Showing ability for next job

7.

Being competent at job below— Indicating competence for job

There were no further modifications of the questionnaire.

Thus,

the final instrument contained 142 personnel evaluation items in 10
categories of variables : aptitudes, 15; attitudes, 20; capacity for
work, 7; knowledge, 15; personality, 21: political factors, 7; pref
erences, 5; skills, 23; social factors, 16; and wants, 13.
Construct Validity

The question to be answered for instrument validity is:

Does

the instrument actually measure the qualities that are being
investigated?
First, based upon the review of the literature, all items con
tained on the questionnaire are important to one's being selected
and/or promoted in higher education administration.

Second, null

hypotheses were developed to test the research hypotheses;

the

thesis was that females would not rate items differently than would
males.

Third, data were gathered to test the hypotheses.

Fourth,
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inferences were made regarding whether the hypotheses were adequate
to explain the data (Isaac, 1971).

Data Collection

In order to solicit each participant's cooperation, a letter
and a questionnaire were sent to each participant requesting assist
ance, explaining the nature of the research, and describing the pro
cedures for returning the questionnaires (see Appendix C)- The
questionnaire was sent in campus mail to the 25 women and 25 men
subjects in the sample.

Telephone follow-ups to encourage project

participation by those people who had not returned their question
naires through either campus mail or personal collection began 1
week after the mailing and ended 2 weeks and 2 days after the mail
ing.

Data Analysis

The major purpose of the study was to answer the following
question:

What is the relationship between the sex of administra

tors at Western Michigan University and the criteria perceived to be
significant to administrators' selection and promotion?

Null

hypotheses were constructed which were able to test the research
hypotheses.
Using the Personnel Evaluation Questionnaire, the mean score
on each variable was determined for each female and again for each
male.

Comparisons were made, for each variable, between the mean

score for females and the mean score for males using an analysis of
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variance (ANOVA) for randomized blocks as described by Edwards
(1960).

In an attempt to discover trends, but at the risk of making

a Type I error, the alpha level was established at .10.

There were

20 null hypotheses, as shown in Table 9.

Table 9
Null Hypotheses in Formula Form

Selection
1.

Aptitudes—

2.

Attitudes—

= y^

Promotion
11.

Aptitudes— y^ = y^

12.

Attitudes— y^ = y^

3.

Capacity for work— y^ = y^

13.

Capacity for work— y^ = y^

4.

Knowledge— y^ = y^

14.

Knowledge— y^^ = y^

5.

Personality— y^ = y^

15.

Personality— y^ = y^

6.

Political factors— y^ = y^

16.

Political factors— y^ = y^

7.

Preferences— y^ = y^

17.

Preferences— y^ = y^

8.

Skills— Pg = y^

18.

Skills— y^ = y^

9.

Social factors— y^ = y^

19.

Social factors— y^ = y^

Wants-y^ = y^

20.

Wants— Pg = y^

10.

Each of the 20 null hypotheses was tested in order to answer
the research questions:
1.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship to
selection of higher education administrators?
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2.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship to
promotion of higher education administrators?

Summary

The research design, field test results, hypotheses, and method
of analysis have been presented in Chapter III.

Chapter IV contains

an analysis of the data; Chapter V includes a summary of the study,
interpretation of the research, and recommendations for future r e - .
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FINDINGS

In this chapter, the problem is reviewed, the study results
are presented, the data analysis methods are described, and the
findings are summarized.

Review of the Problem

The purpose of this study was to answer the following question:
What is the relationship between the gender of administrators at
Western Michigan University and the perceptions of factors and qual
ities significant to employee selection and promotion?

The specific

questions were:
1.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to selection of higher education administrators?
2.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to promotion of higher education administrators?
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Representativeness of the Sample

People filling the executive level and professional/administra
tive level positions at Western Michigan University were included in
this study.

The population of those 619 administrators whose posi

tions were each rated 190 or more points on the University Classifi
cation and Compensation Study (UCCS, 1982) were considered as one
list.

The list was divided into 25 blocks of approximately 25 posi

tions each.

One male and one female were randomly selected from

each of the 25 blocks.
The total sample was therefore 50 administrators:
25 men.

25 women and

There was complete representation of the full range of

positions in both male and female groups.

Of the 50 people selected

for participation in the study, 100% returned completed question-

Research Instrument and Study Steps

A data-gathering device, the Personnel Evaluation Questionnaire,
which was developed by the researcher, was submitted to 50 adminis
trators at Western Michigan University.

In order to solicit coopera

tion, a letter was sent to each participant requesting assistance,
explaining the nature of the research, and describing the procedures
for returning the questionnaires.

The questionnaire was sent in

campus mail to the 25 women and 25 men subjects in the sample.
Telephone follow-ups accompanied by campus mail and personal col
lections began 1 week after mailing and ended 2 weeks and 2 days

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

after the initial mailing.
The 50 subjects considered variables that they perceived to be
significant in selection and promotion of administrators.

The

instrument consisted of 142 items that had been compiled from the
review of the literature, as discussed in Chapter II, and had been
refined by field testing with administrators.

The 142 items were

grouped into 10 variables adapted from Boles and Davenport (1975);
(a) aptitudes, 15 items; (b) attitudes, 20 items; (c) capacity for
work, 7 items; (d) knowledge, 15 items; (e) personality, 21 items;
(f) political factors, 7 items ; (g) preferences, 5 items;
(h) skills, 23 items; (i) social factors, 16 items; and (j) wants,
13 items.
Each respondent was asked to make two responses to each item.
The first designated the perceived importance of the item for
selection of a candidate for an administration position.

The second

response indicated the value of the item for promotion of a candi
date to an administration position.

Thus, there was a total of 284

items (142 x 2— selection and promotion) included within the 20
variables (10 x 2— selection and promotion).
Based on her/his experiences with the selection and promotion
processes in higher education, each administrator was asked to re
spond to the questionnaire using this scale:

5 = absolutely essen

tial; 4 = essential; 3 = important; 2 = desirable, but not essential;
and 1 = not essential.
The responses provided on the questionnaires were transcribed
onto optical scanning sheets, transferred to magnetic tape, then
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entered into the computer.

A frequency analysis on the 284 items

was completed for error check, and errors were corrected.
Using the Statistical Package for the Social Sciences (SPSS)
Reliability program, reliability of the following were examined:.
1.

Reliability of the 10 selection variables.

2.

Reliability of the 10 promotion variables.

The alpha coefficients for the selection and promotion variables
rated on the research instrument ranged from .77 to .96 (see Table
10).

Since an alpha coefficient of at least .60 can be considered

as reliable (Stanley & Hopkins, 1972), the alpha coefficient of each
of the 20 variables was considered reliable, thereby verifying inter
nal consistency.
The reliability established during the field test was maintained
(see Chapter III, Table 8).

The only variable on both selection and

promotion with an alpha coefficient of reliability below .80 was
'•preferences", the variable with the fewest items.

Test of Hypotheses

The major purpose of the study was to answer the following
question:

What is the relationship between the sex of administra

tors at Western Michigan University and the criteria perceived to be
significant to administrators' selection and promotion?
The research hypotheses follow:
Hypothesis 1:

Male ratings of each variable— aptitudes, atti

tudes, capacity for work, knowledge, personality, political factors,
preferences, skills, social factors, wants— differ from female

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 10

Alpha Coefficients for the Selection and Promotion
Variables Rated on the Research Instrument

Selection variable

Promotion variable

Aptitudes

.84

Aptitudes

80

Attitudes

.90

Attitudes

88

Capacity for work

.80

Capacity for work

79

Knowledge

.91

Knowledge

94

Personality

.96

Personality

93

Political factors

.84

Political factors

81

Preferences

.77

Preferences

77

Skills

.93

Skills

89

Social factors

.84

Social factors

85

wants

.89

Wants

86

ratings of each variable when the variable is considered in rela
tionship to selection of higher education administrators.
Hypothesis 2:

Male ratings of each variable— aptitudes, atti

tudes, capacity for work, knowledge, personality, political factors,
preferences, skills, social factors, wants— differ from female rat
ings of each variable when the variable is considered in rela
tionship to promotion of higher education administrators.
Using the Personnel Evaluation Questionnaire, the mean score on
each variable was determined for all females and again for all males.
Comparisons were made between the mean score for females across
blocks and the mean score for males across blocks, on each variable.
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using an analysis of variance (ANOVA) for randomized blocks as de
scribed by Edwards (1960).

Thus, there were 20 research hypotheses,

as shown in Table 11.

Table 11
Research Hypotheses in Formula Form

Selection

Promotion

1.

Aptitudes—

f

11.

Aptitudes— p^

f

p^

2,

Attitudes—

^ p^

12.

Attitudes— p^

f

p^

3.

Capacity for work—

13.

Capacity for work— p^

14.

Knowledge— p^

15.

Personality— p^ f p^

f p^

4. . Knowledge— p^ f p^
5.

Personality— p^ f p^

6.

Political factors— p^

7.

Preferences— p^

f

f

8.

Skills— Pg

9.

Social factors— p^

10.

Wants— Pj

f

p^

p^

f-

p^

f

p^

f

p^

16.

Political factors— p^

17.

Preferences—

18.

Skills— p^

19.

Social factors— Pg

20.

Wants— Pg f p^

^ %

f p^

f p^
f •%

Selection Hypotheses

One research question being studied was whether male ratings of
variables differed from female ratings of variables, when the vari
ables related to selection of higher education administrators.
selection variables were:

The

aptitudes, attitudes, capacity for work,

knowledge, personality, political factors, preferences, skills,
social factors, and wants.
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In Table 12 the results of the analysis of variance for the
selection variables are presented.
variable.

Column 1 contains the dependent

Column 2 lists the mean square for each of the dependent

variables due to the independent variable sex.

Column 3 lists the

mean squares for the interaction between sex and the blocking vari
able for each dependent variable.

This term is used as the error

term in the analysis rather than the within variance, because each
cell contains only one individual.

Column 4 lists the results of

the division of mean square sex by mean square interaction.

This

term is distributed as an F with 1 and 24 degrees of freedom.

Table 12
Selection Variables:

Selection
variable

Mean square:
Main
effect =

ANOVA

Mean square:
Two-way
interactions =
sex/block

F

1.

Aptitudes

.003

.257

<1.000

2.

Attitudes

.167

.338

<1.000

3.

Capacity for work

.408

.298

1.369

4.

Knowledge

.002

.451

<1.000

5.

Personality

.903

.503

1.795

6.

Political factors

.019

.689

<1.000
<1.000

7.

Preferences

.033

.500

8.

Skills

.543

.443

1.226

9.

Social factors

.011

.301

<1.000

Wants

.093

.598

<1.000

10.
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Since the values of the F-ratios did not exceed 62.0, the criti
cal value of 2 for 1 and 24 degrees of freedom at the .10 level of
significance, the 10 null hypotheses of selection variables were
retained.

There were no significant differences in male ratings of

each variable— aptitudes, attitudes, capacity for work, knowledge,
personality, political factors, preferences, skills, social factors,
wants— from female ratings of each variable when the variable was
considered in relationship to selection of higher education adminis-

Promotion Hypotheses

The second research question was whether male ratings of vari
ables differed from female ratings of variables when the variables
related to promotion of higher education administrators.

In Table

13 are displayed the results of the ANOVA for the promotion-depen
dent variables, with sex as the independent variable and with the
Type I error rate established at .10.
Since the values of the F-ratios did not exceed the critical
value of F for 1 and 24 degrees of freedom at the .10 level of
significance (62.0), the 10 null hypotheses of promotion variables
were retained.

There were no significant differences in male ratings

of each variable— aptitudes, attitudes, capacity for work, knowl
edge, personality, political factors, preferences, skills, social
factors, wants— from female ratings of each variable when the vari
able is considered in relationship to promotion of higher education
administrators.
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Promotion Variables : ANOVA

Mean square:
Promotion
variable

Mean square:
Two-way
interactions =
sex/block

F

2.175

1.

Aptitudes

.372

.171

2.

Attitudes

.997

.272

3.665

3.

Capacity for work

.262

.302

<1.000
1.091

4.

Knowledge

.573

.525

5.

Personality

1.180

.334

3.533

6.

Political factors

3.462

.640

5.409
<1.000

7.

Preferences

.254

.473

8.

Skills

.751

.220

3.414

9.

Social factors

.103

.314

<1.000

Wants

.051

.612

<1.000

10.

While the results of the ANOVA did not allow for conclusions
which showed differences between men and women. Table 14 is presented
to show the level at which each group rated the variables.

Note

that the difference between the average ratings for Variable 1 for
men and women was only .2.
value was well below 1.

This is not surprising since the F

However, the amount of variability in the

groups was vastly different with women showing twice as much vari
ance as men.

Each group rated the aptitudes of a person as higher

than any other consideration.

However, women saw aptitudes as more

important as a promotion issue, while men gave the highest mean
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Male and Female Mean Scores of Perceived Factors
in Administrator Selection and Promotion

No.
of

Female

Male

Mean

SD

Mean

SD

1.

Selection aptitudes

15

3.585

.844

3.767

.444

2.

Selection attitudes

20

3.495

.495

3.393

.516

3.

Selection capacity
for work

7

3.605

.671

3.416

.435

4.

Selection knowledge

15

2.874

.397

2.918

.303

5.

Selection personality

21

3.589

.461

3.309

.443

6.

Selection political

7.

Selection preferences

8.

Selection skills

9.

Selection soci^

7

2.556

.407

2.507

.394

5

3.061

.550

3.119

.331

23

3.228

.649

3.031

.504
.610

16

1.912

.672

1.868

10.

Selection wants

13

2.858

.392

2.785

.450

11.

Promotion aptitudes

15

3.830

.437

3.667

.456

12.

Promotion attitudes

20

3.721

.521

3.447

.534

13.

Promotion capacity
for work

7

3.572

.643

3.421

.521

14.

Promotion knowledge

15

3.230

.369

3.028

.379

15.

Promotion personality

21

3.645

.450

3.330

.537

16.

Promotion political

17.

Promotion preferences

18.

Promotion skills

19.

Promotion social

20.

Promotion wants

7

3.076

.383

2.579

.463

5

3.335

.460

3.191

.491

23

3.483

.648

3.240

.614

16

2.022

.746

1.929

.660

13

3.005

.323

2.878

.467
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variable rating to aptitudes in the selection situation.

Of the

20 variables, the mean for the women's rating was higher than the
men's rating in 17 cases.

Lower female averages occurred in selec

tion aptitudes, selection knowledge, and selection preferences.
The largest F was found on Variable 16.
for the men's and women's means.

The mean difference was .5

Given that the scale was only 5

points long, this difference might have been significant had a
larger sample been used or had there been less variance in each
group.

Note that the standard deviation in each group was nearly .5.

Characteristics of Participants

Part 2 of the questionnaire was designed to elicit responses
regarding subject characteristics of sex, age, degrees earned, and
total number of years worked in administration.

Age

Table 15 contains the data regarding the ages, by intervals, of
the women and men who participated in the study.
The male administrators were slightly younger than the female
administrators:

only 16% of women, compared to 28% of men, were

under 36; 20% of women, compared to only 8% of men, were over 55.

Degrees Earned

Table 16 includes a listing of the highest degrees earned by
the participating administrators.
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Table 15
Age of Study Participants
Women

Men

Age
Freq.

%

20-25

Freq.

%

1

4
24

26-35

4

16

6

36-45

10

40

9

36

46-55

6

24

6

24

56-65

5

20

2

8

1

4

25

100

Missing data
25

100

Table 16
Degrees Earned by Participants

Highest degree
earned

Women
Freq.

Men
%

8

28

3

12

4

2

8

1

4

M.A./M.S.

7

M.B.A.

1

M.Ed.
B.A./B.S.

%

2

Ph.D.
Ed.D.

Freq.

2

8

8

32

6

24
32

Other

7

28

8

Missing data

1

4

2

8

Total

25

100

25

100

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

116

Education levels were roughly comparable:

36% of both women

and men had earned either Master’s or Doctor’s degrees, while eight
(32%) of the women and six (24%) of the men had earned only
Bachelor's degrees.

Years in Administration

Table 17 includes, by time intervals, the experience of sub
jects as administrators or supervisors.

Table 17
Subjects’ Experience in Administration-Supervision

Years of experience
in administrationsupervision

Women
Freq.

%

Freq.

0-4

11

44

6

24

5-9

6

24

5

20

10-14

4

16

5

20

15-19

2

8

6

24

1

4

2

8

25

100

20-24
25-29

2

8

Missing data
Total

25

%

100

The respondent characteristics displayed in Table 17 indicate
a slight skew in the years that women had been in administrationsupervision, with 44% of the women, compared to 24% of the men.
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having been in those positions for 0 to 4 years; and 24% of women,
compared to 20% of men, having been in administration-supervision
positions for 5 to 9 years.

Only 32% of women, compared to 48% of

men, had been in administration-supervision for 10 or more years.
To reiterate, the sample was comprised of women and men admin
istrators who were randomly selected from paired positions designated
as similar in the University Classification and Compensation Study
(1982).

The women were slightly older than the men and had compar

able educations, but they had been in administration-supervision
fewer years than had the men.

Summary of Findings

Chapter IV contained a review of the problem and a description
of the research instrument and study steps used.

The return of ques

tionnaires from the subjects was 100%, thus the analyses of data
were conducted on all 50 returns.

The tests of the hypotheses,

using an analysis of variance for randomized blocks, were explained.
There were no statistically significant differences between male
ratings of each variable— aptitudes, attitudes, capacity for work,
knowledge, personality, political factors, preferences, skills,
social factors, wants— and female ratings when the variable was con
sidered in relationship to selection or promotion of higher education
administrators, thus neither of the research hypotheses was supported.
This lack of significant differences to support the hypotheses
is discussed, interpretations of the research findings are made, and
recommendations are suggested in Chapter V.
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SUMMARY, INTERPRETATIONS, AND RECOMMENDATIONS

In Chapter V, the study is reviewed, interpretations of the
research results are presented, and recommendations are made.

Review of the Study

The purpose of this study was to answer the following question:
What is the relationship between the gender of administrators at
Western Michigan University and the perceptions of factors and qual
ities significant to employee selection and promotion?

More spe

cific questions were:
1.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to selection of higher education administrators?
2.

Do male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to promotion of higher education administrators?
The survey of the literature was intended to respond to the
following:
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1.

Can women's underrepresentation in higher education admin

istration be attributed to temperament, assigned roles, or social
cultural conditions?
2.

Are criteria the same for selection as for promotion in

administration?
3.

Exactly what are the perceived criteria for being selected

for and/or promoted in administration?
In general, there was a paucity of literature found regarding
criteria for selection or promotion in higher education administra
tion.

Few studies on selection and promotion in other sectors were

found either.

No studies were found differentiating criteria for

selection from those for promotion.

Little research was located

regarding the specific relationship between sex of the administrator
and perceived or substantiated criteria for selection or promotion
in any areas of management.

In an attempt to develop a comprehen

sive listing of items deemed important for entry into or advancement
in administration, literature from the areas of management, manage
ment women, and higher education administration was reviewed.

It

was believed that many criteria significant in other types of orga
nizations and to women specifically might be applicable in higher
education institutions.
It was discovered that few studies have been completed that
suggest criteria for being selected for or promoted in management
positions.

Boles and Davenport (1975), although without research

evidence, stated that their table of "Possible Personnel Evaluation
Factors" showed their judgments about some of the kinds of
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information that might be sought in evaluating personnel.

Though

the listing was not comprehensive, the table served as a basis for
classifying items as categories of variables:

aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, and wants.

From the literature,

148 items were determined to be important for selection and promo
tion of administrators.
The data were gathered from a selected group of men and women
administrators, using the Personnel Evaluation Questionnaire (PEQ)
which was developed by the researcher for this study:
1.

As each book, journal, monograph, or paper included an

item that was deemed by its author to be significant in selecting
or promoting an administrator, the item was noted.
2.

After an extensive review was completed, each item was

cross-referenced.

Those items that appeared frequently, and those

items that had been researched and found significant to selection or
promotion, were included in the instrument.
3.

A Summated Rating Scale (Isaac, 1971) was selected for

rating the variables.
During Summer Session, 1983, the instrument was field tested by
administering it to 65 graduate students in six Educational Leader
ship classes at Western Michigan University.

Based upon the field

test results, changes were made in directions, format, and some items
(see Chapter III).
The research sample was selected from executive and profes
sional/administrative non-bargaining-unit employees at Western
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Michigan University whose positions were included in the University
Classification and Compensation Study Evaluation Results (UCCS,
1982).

The positions classified in the University Classification

and Compensation Study Evaluation Results consisted of 1,242 total
positions, of which 1,098 were listed as filled and 144 as vacant.
Randomized blocks with position points as the blocking vari
ables were used to draw the sample of 25 men and 25 women included
in the study:

100% returned usable questionnaires.

The final questionnaire was comprised of 142 items contained
within 20 variables related to selection and promotion, as noted in
Table 18.

Table 18
Variables

Selection variable
1.

Selection aptitudes

2.
3.

Promotion variable
11.

Promotion aptitudes

Selection attitudes

12.

Promotion attitudes

Selection capacity for work

13.

Promotion capacity for work

4.

Selection knowledge

14.

Promotion knowledge

5.

Selection personality

15.

Promotion personality

6.

Selection political factors

16.

Promotion political factors

7.

Selection preferences

17.

Promotion preferences

8.

Selection skills

18.

Promotion skills

9.

Selection social factors

19.

Promotion social-factors

Selection wants

20.

Promotion wants

10.
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A final section of the instrument was used to collect
respondent-characteristics data:

sex, age, degrees earned, and

total number of years in administration.

Other than gender, which

is the independent variable, the information was displayed in
Chapter IV as general background of those participants in the study.
The hypotheses were:
1.

Male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to selection of higher education administrators.
2.

Male ratings of each variable— aptitudes, attitudes,

capacity for work, knowledge, personality, political factors, pref
erences, skills, social factors, wants— differ from female ratings
of each variable when the variable is considered in relationship
to promotion of higher education administrators.
Comparisons of male and female data were made using an analysis
of variance.

There were no statistically significant differences

between means related to sex of the respondents and their percep
tions of variables significant to either selection or promotion.

Interpretations

Based upon the data analyses, there was not support for either
of the hypotheses.

This lack of support for the hypotheses has

implications that may be considered reassuring, namely:
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1.

There is no evidence that men and women perceive differ

ently the criteria for selection or promotion; therefore, both men
and women in administration should be able to set career goals and
develop strategies for attaining them.
2.

The women were slightly older, had comparable educations,

but had been in administration fewer years than had the men.

Eco

nomic trends, shifting median age of the population, and reduced
average family size might contribute to this age skew of women.
3.

Kantner (1977) suggested that role-related, temporal, and

social-structural changes and perceptions of changes are assisted by
researchers

completing studies and publicizing their results.

Per

haps research efforts and the attendant changes are helping to create
an environment wherein both sexes understand equally well the crite
ria for position attainment and promotion, thus tending toward equal
treatment of the sexes within the organization.
The F-values indicated very consistent results and could hardly
be attributed to chance.

Design factors, however, could have been

responsible for the results;
1.

In contrast to other sex-related studies where differences

in attitudes and behaviors were found, this study was conducted with
men and women who were already in comparable administration positions.
This design element may account for the lack of differences in per
ceptions of selection and promotion criteria related to sex.
2.

If only one variable were studied in depth and an analysis

of variance were completed on each item, perhaps differences based
on sex would be found.

However, reliability of each of the
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variables, comprised of multiple items, was very high for this
instrument, so the chances of obtaining higher reliability of re
sults are not good.
Since the entire population at Western Michigan University
participated in the University Classification and Compensation Study
(UCCS, 1982) from which the study sample was drawn, perhaps the re
sults of the present study are generalizable to other private and public
organizations that have undergone a similar classification and com
pensation study.

Recommendations

In retrospect, the design of this study seems appropriate for
determining if there were significant differences based on sex of
respondents in the perceptions of criteria that are important for
selection and promotion of administrators in higher education.

Implications for Further Research

1.

Since little research was located that detailed selection

or promotion criteria for administrators in higher education, re
search should be completed that would allow ranking of variables.
The present investigator could not rank order variables or items be
cause the sample of 50% women and 50% men was not considered repre
sentative of the total population, since women were overrepresented
in the sample.
2.

Since only men and women who held administration positions

were surveyed, a study should be completed of men and women who
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aspire to, but currently do not hold, positions in administration.
3.

In-depth studies of each variable should be completed in

order to substantiate or refute the findings reported in this study.
4.

The study could be repeated with other kinds of organiza

tions to determine if men and women in comparable positions in insti
tutions not related to higher education differ in their perceptions
of criteria significant to selection or promotion of administrators.
5.

A study of similar design should be done to determine if

the level of one's position is related to one's perception of selec
tion and promotion criteria.

Implications for Practice

1.

Since no evidence was found that men and women differ in

their perceptions of selection and promotion criteria, perhaps they
should develop mixed groups to assist each other with career goals.
2.
valuable.

Knowledge of selection and promotion criteria is in
If the ambiguities can be removed from the selection and

promotion process, then men and women can address personnel evalua
tion criteria with less concern for discrimination based upon sex,
race, age, or religion.
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Appendix A

Possible Personnel Evaluation Factors

Source. H. W. Boles & J. A. Davenport. Introduction to educa
tional leadership. New York: Harper and Row, 1975. Pp. 267-268.
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Appendix B

Personnel Evaluation Questionnaire
(Field Test Instrument)
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EVALUATION QUESTIONNAIRE
(Field Test Instrument)
DIRECTIONS: The following statements represent factors perceived to
be significant in selection and promotion of higher education admin
istrators. The listing of qualities under evaluation factors was
compiled from a review of the literature. The instrument is adapted
from Boles and Davenport (1975, pp. 266-267).
Based on your experiences with the selection and promotion processes
in higher education (not on what you think the processes should be),
please respond to the questionnaire using a scale from absolutely
essential to not essential. Please complete the rating for qual
ities significant for selection and qualities significant for pro
motion.
Your responses are confidential. No direct reference to you will be
made in publishing or distributing the study results. Thank you for
your participation in this study.
SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential

PART 1:

FACTORS AND QUALITIES
Selection

Promotion

1 2 3 4 5

1 2 3 4 5

APTITUDES
1. Enduring stress
Tolerating ambiguity __
Working with superiors _
Working with peers _
Working with subordinates
Working with things ______
Working with ideas _______
Creating _
9. Possessing intelligenci
10 Having scholarship in a discipli
11. Making decisions
12 Recognizing opportunities _____
13. Creating favorable impressions
14. Having a mind for detail
15. Facilitating and coordinating
resources _________________
16. Resolving conflicts

.
.
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SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

Promotion

B.

ATTITUDES
1 2 3 4 5
1. Getting along with others
2. Being loyal; identifying with group
3. Having professional ideas, ethics
4. Being self-reliant: makes decisions;
accepts consequences
5. Showing spirit of cooperation
6. Willing to take risks
7. Willing to work long and hard
8. Accepting of authority
9. Conforming to prescribed behavior,
hierarchical expectations
10. Demonstrating commitment to the
organization
11. Being discrete
12. Being lucky
13. Understanding organization’s values
14. Inviting mutual trust, support, and
warmth
15. Willing to make suggestions
16. Having high aspirations
17. Avoiding stereotyping
18. Willing to accept criticism
19. Being fair
20. Being positive

1 2 3 4 5

C.

CAPACITY FOR WORK
1. Being alert _
Having energy, vigor, drive _
__________
Being healthy
Being industrious
Being free to work necessary hours
Being financially able to work at
salary offered _________________
Being mobile _____________________
KNOWLEDGE
1. Knowing the historical and philo
sophical precepts of higher
education ____________________
2
Knowing academic programs and
functions _________________

.
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SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential

KNOWLEDGE (Continued)
3. Knowing academic personnel adminis
tration process
4. Knowing planning process
5. Knowing financial management process
6. Knowing legal processes, rights,
responsibilities
7. Knowing organizational theory and
practices
8. Knowing leadership and change theory
9. Knowing legislative and governmental
relations and processes
10. Knowing development processes
11. Knowing interpersonal relations
12.
13.
14.
15.

Knowing
Knowing
Knowing
Knowing

Selection

Promotion

1 2 3 4 5

1 2 3 4 5

student personnel processes
communication processes
empathetic processes
job search procedures

PERSONALITY
1. Having breadth of interests
2. Being dependable _
Showing initiative ____________
Having appropriate professional

9.

10.
11.
12.
13.
14.
15.
16.
17.
18.
19.

Being open-minded ________
Having poise and maturity _
Being pronçt _
Maintaining rational emotional
balance ____________________
Being resourceful _______________
Having self-discipline ___________
Possessing a realistic self-image;
self-esteem ___________________
Having a sense of humor
Being tactful
Being flexible, adaptable _
Being predictable ________
Being serious ____________
Being firm _
Being human ; showing empathy _
Being aggressive ___________
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SCALE VALUE:

E.

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential

PERSONALITY (Continued)
20. Being direct, factual ___________
21. Being business and task oriented _

Selection

Promotion

1 2 3 4 5

1 2 3 4 5

POLITICAL
1. Selecting the right career path _
2. Having an "in" with management _
3. Knowing the informal system____
4. Being a fast-track person _
Fostering allies and mentors __
Understanding public relations
Having seniority _____________

1.

Developing activities related to

2.

Demonstrating dependence-indepen-

3.
4.

Possessing perseverance
Engaging in change-oriented activi
ties when dissatisfied
Maintaining job interests and
employment

5.

1. Being accurate ______
2.
3.
4.
5.

6.
7.

8.
9.

10.

12.
13.
14.

Being conversational
Having an appropriate vocabulary _
Making speeches and presentations
Developing own management style __
Organizing people, places, things
Being persuasive _______________ _
Writing effectively _
Creating power groups _____________
Demonstrating ability at problem
identification, analysis, solving _
Developing priorities, goals, objec
tives, plans
Being competent at job above _______
Being competent at job below _______
Demonstrating an overall performance
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SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

SKILLS (Continued)
1 2 3 4 5
15. Showing occasional spectacular
performance
16. Meeting deadlines
17. Pleasing the population served
18. Demonstrating research skills
19. Publishing
20. Being able to think well "on one's
feet"
21. Delegating tasks and responsibilities
22. Developing staff
23. Possessing formal credentials

Promotion
1 2 3 4 5

1 . Sharing similarity of experiences __
2
Showing an upward orientation ______

.

3.
4.
5.

6

.

7.

8.
9.

10.
11.
12.

Having the right social background _
Living in a good section of town ___
Belonging to the right club or lodge
Being white _______________________
Being m a l e ______ __________________
Being female _
Being a minority ______________
Being b o m in the United States
Having an appropriate spouse ___
Graduating from a high-prestige

20

Being physically attractive, cleancut in appearance _______________
Having social connections: kinship,
affectional _____________________
Fulfilling traditional roles
Being the right age _
Having a religious affiliation __
Having acceptable marital status _
Having a stable personal life _
Being emotionally and psychologically

21.
22

Maintaining a good credit rating __
Participating in community affairs _

15.
16.
17.
18.
19.

.
.
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SCALE VALUE:

J.

WANTS
1.
2.
3.
4.
5.
6.

9.
10.
11.
12.
13.

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

Promotion

1 2 3 4 5

1 2 3'

Authority _
Money _
Excellence _
Competition _
Perfection _
Information _

Service to others
Status __________
Visibility ______
Growth__________
Encouragement _
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PART 2;

C.

PERSONAL AND EDUCATIONAL DATA

Highest degree earned:

Ph.D.
M.A.
M.B.A.
M.Ed.
____ B.S.

M.S.
J.D.
B.A.
_____Other

D.

Current Position:

E.

Total number of years in administration-supervision? ________

F.

Number of post-secondary institutions in which you have been
employed (including present institution:___________________

G.

Total points on the University Classification and Compensation

I would like an abstract of the final document.
Please send to:
Department: ____
Please return to:

Ms. Karen R. LaRoe, Director
Center for Educational Opportunity
Western Michigan University
Kalamazoo, Michigan 49008
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PERSONNEL EVALUATION QUESTIONNAIRE
DIRECTIONS; The following statements represent criteria sometimes used
in selection and promotion of education administrators. The listing of
criteria was compiled from a review of the literature, and the instru
ment was adapted from Boles and Davenport (1975, pp. 266-267).
Based on your experience with the selection and promotion processes in
education (not on what you think the processes should be), please respond
to the questionnaire using the scale shown. Please complete one rating
for those items that you think were significant in your selection and
another for items that you think are significant for promotion.
Your responses are confidential. No direct reference to you will be
made in publishing or distributing the study results. Thank you for
your participation in this study.
SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential

PRACTICE ITEM
Selection
1 2 3 4 5

APTITUDES
1.

Enduring stress_

_ _ _ _ _ _ _ _ _ _ _ _ _ I I I I |x|

Promotion
1 2 3 4 5

|x|

I I I I

John Jones's experiences have indicated that an aptitude for
enduring stress was "Absolutely essential" for his SELECTION in
educationadministration. Jones's experiences have also shown that
an aptitude forenduring stress
is "Not essential" forPROMOTION in
education administration.

PART 1:

SELECTION AND PROMOTION CRITERIA
Promotion

APTITUDES
1.
2.
3.
4.
5.
6.
7.
8.
9.

1 2 3 4 5

1 2 3 4 5

Enduring stress
Tolerating ambiguity
Working with superordinates
Working with peers
Working with subordinates
Working with ideas
Creating
Possessing intelligence
Having scholarship in a discipline
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SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

A.

B.

APTITUDES (continued)
10.
11.
12.
13.

Making decisions
Recognizing opportunities
Creating favorable impressions
Having a mind for detail

15.

resources
Resolving conflicts_

ATTITUDES
1.
2.
3.

11.
12.
13.

C.

1 2 3 4 5

Getting along with others
Being loyal; identifying with group
Having professional ideas, ethics
Being self-reliant: makes decisions;
accepts consequences_
Showing spirit of cooperation_
Willing to take risks_
Willing to work long and hard_
Accepting of authority_
Conforming to prescribed behavior,
hierarchical expectations_______

I I I I T1

I I. I L L

organization
Being discreet
Being lucky
Understanding organization's values
Inviting mutual trust, support, and
warmth
Being willing to make suggestions_
Having high aspirations___________
Avoiding stereotyping_
Being willing to accept criticisn^
Being fair_______________________
Being positive___________________

CAPACITY POR WOBK
1.
2.
3.
4.
5.

7.

Being alert
Having energy, vigor, drive
Being healthy
Being industrious
Being free to work necessary hours
Being financially able to work at
salary offered_
Being geographically mobile_
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SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

D.

KNOWLEDGE
Knowing the historical and philosophical precepts of higher education
I
Knowing academic programs and func-

I

I

I

I

z n

8.
9.

Knowing academic personnel administra
tion process
Knowing planning process____________
Knowing financial management process_
Knowing legal processes, rights,
responsibilities_
Knowing organizational theory and
practices_
Knowing leadership and change theory_
Knowing legislative and governmental
relations and processes_
Knowing university development office
processes_
Knowing interpersonal relations theory_
Knowing student personnel processes___
Knowing communication processes_______
Knowing empathetic processes__________
Knowing job search procedures_________

XT

I I n~ n

E.

XT
xn

XE
I I t ill

PERSONALITY

1 . Having breadth of interests_
2 . Being dependable___________
3.
4.
5.

6.
7.

8.
9.

10.
11.
12.
13.
14.
15.
16.
17.

Showing initiative_
Having appropriate professional manner_
Being open-minded
Having poise and maturity_
Being prompt_
Maintaining rational emotional balance
Being resourceful____________________
Having self-discipline_
Possessing a realistic self-image;
self-esteem_____________________
Having a sense of humor_
Being tactful_
Being flexible, adaptable_
Being predictable________
Being serious____________
Being firm_______________
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SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

E.

PERSONALITY (continued)
18.
19.
20.
21.

F.

Being
Being
Being
Being

1 2 3 4 5

human; showing empathy_____
aggressive________________
direct, factual____________
business and task oriented_

POLITICAL FACTORS
Selecting the right career path_
Having an "in" with management__
Knowing the informal system_
Being considered as officer material_
Fostering allies and mentors________
Understanding public relations______
Having seniority____________________

G.

PREFERENCES
Participating in career-related
activities___________________
Demonstrating dependence in some situ
ations; independence in others______
Possessing perseverance
Engaging in change-oriented activities
when dissatisfied____________
Maintaining employment and interest
in job___________________________

1.

ZTE

I I I I I I

i;iT n I uj-ij I

Being accurate_

2 . Being conversational^
3.
4.
5.

6.
7.

8.
9.

10.

12.
13.

Having an appropriate vocabulary
Making speeches and presentations_
Developing own management style___
Organizing people, places, things_
Being persuasive_
Writing accurately, precisely^
Creating powerful groups_
Demonstrating ability at problem
identification, analysis, solution_
Developing priorities, goals,
objectives, plans_
Showing ability for next job above
Indicating competence for job below_
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SCALE VALUE:

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

H.

SKILLS (continued)
14.

Demonstrating an overall performance

15.

Showing occasional spectacular per
formance________________________
Meeting deadlines_
Pleasing the population served_
Demonstrating research skills__
Publishing
Being able to think well "on one's
feet"___________________________
Delegating tasks and responsibili ties_
Developing staff_
Possessing formal credentials_

16.
17.
18.
19.

20.
21.
22

.

23.
I.

I I I I I I

.............

'I'T m

I " ['IT T

SOCIAL FACTORS

13.

Sharing similar experiences___
Showing an upward orientation_
Being female_
Being a minority group member___
Being b o m in the United States_
Having an appropriate spouse____
Graduating from a high-prestige
college_
Being physically attractive, cleancut in appearance_
Fulfilling traditional roles_
Being the right age_
Having a religious affiliation___
Having acceptable marital status_
Having a stable personal life

15.
16.

Maintaining a good credit rating
Participating in community affairs

9.

10.
11.
12.

1.
2.
3.
4.
5.
6.

Authority___
Money_______
Excellence__
Competition_
Perfection__
Information
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SCALE VALUE;

5
4
3
2
1

=
=
=
=
=

Absolutely essential
Essential
Important
Desirable, but not essential
Not essential
Selection

J.

WANTS (continued)
8.
9.
10.
Hi
12.
13.

Promotion
1 2 3 4 5

Security_
Service to others_
Status___________
Visibility_______
Growth___________
Encouragement_

PART 2:

PERSONAL AND EDUCATIONAL DATA

A.

Sex:

Male

B:

Age:

20-25
26-35
36-45

C.

Highest degree earned:

D.

Total number of years in administration-supervision?

_____Female
46-55
_____56-65

Ph.D.
M.A.
M.B.A.
"M.Ed.
B.S.

Ed.D.
M.S.
____ J.D.

I would like an abstract of the final document.
Please send to
Department :___

Please return to:

Ms. Karen R. LaRoe, Director
Center for Educational Opportunity
Western Michigan University
Kalamazoo, Michigan 49008
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W estern M ichigan University
>ity
Kalamazoo, M ichigan 49008

Center for Educational Opportunity

November 4, 1983

Your perceptions would be invaluable in completing research on
criteria that are important for selection and promotion of higher
education administrators. Little research has been done in this
area, so your contribution could help resolve some of the ambigui
ties that potential administrators or those seeking promotion face
in this important area of higher education administration.
Would you please take a few minutes to complete the enclosed ques
tionnaire and return it by Campus Mailbefore November 14? The
instrument has been tested with a sample of administrators and
supervisors, and I have revised it in order to obtain all of the
necessary data in a minimum of your time.
As a colleague, I promise using confidentiality: Only I will see
your response, and you will not be identified by name or position
in the study. A code number is included on the questionnaire for
follow-up and data analysis, but will be immediately removed from
the returned instrument. I will be pleased to send you an abstract
of the final research report if you desire.
I greatly appreciate your sharing your insights and experiences in
this way, and hope that my research results will be of interest and
of value to you and others.
Sincerely,

Karen R. LaRoe
Director of the Center for Educational Opportunity
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